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ABSTRACT
Female Assistant Superintendents:
Using Personal Power to Overcome Self Sabotage
by Kristen Miller
Purpose: The purpose of this explanatory mixed-method study was to identify and
describe self-sabotaging behaviors experienced by female assistant superintendents and
to explore the impact these behaviors had on their career development. A secondary
purpose of this study was to identify strategies employed by female assistant
superintendents to overcome self-sabotaging behaviors.
Methodology: This explanatory sequential mixed-method study described the
experiences of ten female assistant superintendents in California. The first phase of the
study was quantitative and included an online survey designed to identify female assistant
superintendents’ most prevalent self-sabotaging behaviors and the impact they had on
their career development. The second phase of the study was qualitative and included
one-on-one interviews to gain in-depth information about the self-sabotaging behaviors
that impacted their career development, as well as strategies used to overcome them.
Findings: Examination of the data from the ten participants in the study indicated several
findings. First, female assistant superintendents engaged in nine self-sabotaging
behaviors throughout their leadership careers, and these behaviors were attributed to a
variety of internal and external factors. These self-sabotaging behaviors negatively
impacted women’s career advancement efforts, and all female assistant superintendents
utilized the following strategies to overcome these behaviors: constructive preparation,
owning all of oneself, empowering other women, and cultivating self-intimacy.
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Conclusions: The study showed that all women engaged in self-sabotaging behaviors
throughout their careers, attributed to biological, physiological and neuroscience factors,
childhood upbringing, culture, and societal messages. The study also found that selfsabotaging behaviors adversely impact women, and that women utilize a variety of
strategies to counteract these behaviors. The most identified strategy female assistant
superintendents used to counteract self-sabotaging behaviors was constructive
preparation.
Recommendations: Further research is recommended to identify self-sabotaging
behaviors and their impact on a variety of female educators within public school systems,
including teachers, school counselors, site administrators, and district administrators
striving for promotions in educational leadership. Further research is also recommended
to be conducted to identify strategies female assistant superintendents in other states and
with other delimitations utilize to counteract self-sabotaging behaviors.
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PREFACE
One faculty researcher and seven doctoral students discovered a common interest
in exploring specific self-sabotaging behaviors of women and gay males in leadership
and the strategies used by these leaders to overcome self-sabotage. Through their shared
interest, a thematic study was conducted by the seven doctoral students to identify and
describe self-sabotaging behaviors experienced by female leaders and gay males and to
explore the impact these behaviors had on their career development. A secondary
purpose of the study was to identify strategies employed by female leaders and gay males
to overcome self-sabotaging behaviors. An explanatory sequential mixed-methods study
was developed utilizing a theoretical framework adapted from Lerner (2012) and Ryder
and Briles (2003) to group female self-sabotaging behaviors within nine overarching
domains of women’s personal power.
To ensure thematic consistency and reliability, the seven doctoral students worked
in collaboration with one faculty member to develop the purpose statement and research
questions. The survey instrument, interview questions, and study procedures were
utilized in previous thematic research studies by Pianta (2020), Thomas (2020), and
Crews (2020). All instruments were compiled through collaboration and research of the
thematic group, and alterations were supported through alignment with Ryder and Briles
(2003) theoretical framework. Each researcher administered an online survey to female
leaders to identify the self-sabotaging behaviors they experienced and the impact they
had on their career development. Following the survey, the researchers individually
interviewed their study participants to explore the impact the self-sabotaging behaviors
had on their career development and to identify the strategies that study participants
employed to overcome them.
xvii

The term peer researchers was used throughout the dissertation to refer to the
other researchers involved in conducting this thematic study. The peer researchers
studied female leaders and gay males in the following fields: Ashley Sandor, female
secondary principals, John McCarthy, K-12 gay male school leaders, LaToya Davis,
female higher education executives, Davina Bailey, female higher education deans,
Tatiana Larreynaga, female Latina C-Suite millennials, and Heather Vennes, female
charter school Chief Executive Officers (CEO) and superintendents.
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CHAPTER I: INTRODUCTION
Beginning in the late 1800s and well into the 20th century, women began entering
and taking up larger portions of the workforce (Jacobs & Bahn, 2019). Recent research
by Jacobs and Bahn (2019) reveals that when women join the labor force, economies and
per capita Gross Domestic Product (GDP) increase. That said, while great strides have
been made over the last century, since 2000, women’s participation in the labor force has
declined at a rate much higher than men’s. With culprits such as lack of paid family
leave and scheduling instability identified as potential causes of this decline between
2000 and 2016, more recent events, such as the COVID-19 pandemic and #MeToo
movements have significantly altered women’s labor force opportunities (Arriaga,
Stanley, & Lindsey, 2020; Change, 2019; Gebhardt, 2019; McGregor, 2019; University
Women, 2020).
In addition to access to jobs in the labor force, inequitable compensation
continues to be an issue for women. A recent study by the American Association of
University Women (2020) revealed that in 2019, women were paid overall on average a
rate of 82.3 percent of every dollar paid to men. Broken down further by race, the
statistics are even more alarming: African American women were paid 63 percent of
men’s wages and Latina women were paid 55 percent of men’s wages. At these rates,
White, non-Hispanic women can expect to achieve wage equity in 2069, African
American women can expect to achieve wage equity in 2369, and Latina women can
expect to achieve wage equity in 2451 (University Women, 2020). This wage and access
inequity can also be seen in the common ranks of the public education system.
As recently reported by Chiefs for Change (2019), women make up 77 percent of
teachers in the education profession, while just 54 percent of women serve as principals,
1

64 percent cabinet-level leaders, and 31 percent district chiefs. It was additionally
reported that in 2019 women teachers made on average 83 percent of what men teachers
made (University Women, 2020). Further statistics show that women’s paths within the
ranks of education have dictated potential opportunities to rise to leadership positions.
Research by Arriaga et al. (2020) discovered that “men are proportionately more likely to
gain promotion to principal and to do so more quickly than women” (p. 43). This
disparity is evidenced by male principals having taught approximately 10.7 years before
becoming principal, whereas women having taught 13.2 years before becoming principal
(Maranto, Carroll, Cheng, & Teodoro Manuel, 2018). Additional discrepancies came
from women taking a path of becoming a curricular leader or coordinator before rising to
cabinet-level leadership positions. In contrast, men were three times as likely to have
served as athletic coaches before rising to cabinet-level positions (Arriaga et al., 2020).
The education system is a microcosm of the possibilities and opportunities,
inspiration, and hope in society. If equitable representation and compensation are not
afforded to women in the education system and modeled for the rest of society, chances
are that the greater society will experience further relapses for women’s opportunities in
the labor force (Change, 2019; University Women, 2020). As such, it is crucial that
leadership capacity for women is built and modeled within our education system to allow
for longstanding stereotypes, discrimination, and other barriers and obstacles women
have experienced throughout time to cease. Identifying these barriers and obstacles that
lead to decreased women in educational leadership positions is the first step to ensuring
this inequitable trend is reversed.
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Background
Women’s involvement in the workforce has increased steadily since 1890, and
more specifically during “The Quiet Revolution.” From the late 1970s up to the early
21st century, several social and political factors enabled women to take a more integral
approach into the workforce during this period. However, between 2000 and 2016,
prime-age women’s labor force participation fell from 78 percent to 74 percent (Jacobs &
Bahn, 2019). This decline was attributed to childcare issues and early childhood
learning. This situation was one of the many external barriers women have faced in the
workforce contributing to the unequal representation of women in the workforce,
particularly high-powered positions. Additionally, more recent events, such as the
COVID-19 pandemic and #MeToo movements have significantly altered women’s labor
force opportunities (Arriaga et al., 2020; Change, 2019; Gebhardt, 2019; McGregor,
2019; University Women, 2020).
In addition to unequal access to jobs in the labor force, inequitable compensation
continues to be an issue for women. A recent study by the American Society of
University Women (2020) revealed that in 2019, women were paid overall on average a
rate of 82.3 percent of every dollar paid to men, and the rates of compensation decrease
depending upon race. While compensation rates for women have steadily increased over
time, at the current average growth rate, the earliest women can expect to achieve wage
equity in 2069. This wage and access inequity can also be seen in the common ranks of
the public education system.
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History of Women in Education and Educational Leadership
While women’s involvement in the labor force has increased drastically over
time, women’s representation in education has been prominent since the middle of the
20th century. The percentage distribution of teachers is predominantly female, while the
percentage of women in educational leadership has been misrepresentative of the
teaching demographics, as shown in Table 1. This data shows the drastic
underrepresentation of women in educational leadership positions relative to the number
of women in the education profession. Data in this chart represents the highest
percentage in each position within the specified timeframe.
Table 1 – Distribution of Women in Educational Positions Over Time, by type
Table 1. Distribution o f Wo men in E ducational P ositions Over Time, by type

Timeframe

Percent of Women
in Teacher
Positions
(NCES, 2017a)

1980-1989
1990-1999
2000
2001-2009
2010-2015
2016

70.5
71.9
74.9
75.9
76.3
76.6

Percent of
Women in
Principal
Positions
(Hill, Ottem, &
DeRoche, 2016;
NCES, 2017b)
25.0
34.5
43.8
50.3
51.6
54.2

Percent of Women in
Superintendent
Positions
(Kowalski, McCord,
Petersen, Young, &
Ellerson, 2011, pp. 1719; Perry, 2020)
1.2
6.6
13.2
23.0
24.1
26.7

A more recent study by Chiefs of Change (2019) found that in 2018, women
comprised 77 percent of teachers, 54 percent of principals, 64 percent of cabinet-level
leaders, and 31 percent of district chiefs. While this shows an upward trend of women in
educational leadership positions, there is a stark difference between cabinet-level
leadership representation and superintendent representation. According to San Juan
Unified School District (2021) cabinet-level leaders include deputy superintendents,
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assistant superintendents, and senior directors. This drop in female representation from
cabinet-level leaders to district chiefs indicates that representation of female assistant
superintendents is relatively high but drops significantly when moving from the assistant
superintendent to superintendent level. Despite increases in female representation, there
is still ample work to do to achieve a higher rate of equity in educational leadership
positions.
External Barriers Women Experience
Throughout their experience in the workforce, women have experienced a range
of external barriers such as the glass cliff, glass ceiling, snowman effect and queen bee
phenomenon (Crothers, Lipinski, & Minutolo, 2009; Derks, Van Laar, & Ellemers,
2016a; Pasquerella & Clauss-Ehlers, 2017). The queen bee phenomenon describes
women who pursue individual success in male-dominated organizations while
simultaneously distancing themselves from other junior women (Derks et al., 2016a;
Faniko, Ellemers, Derks, & Lorenzi-Cioldi, 2017). The glass ceiling is a term to
represent the inequity issues for professional women in terms of job opportunities and
salaries as compared to men (Wood, 2016a). The snowman effect describes myriad ways
in which women are denied equal access to higher-paying jobs due to a variety of factors:
lack of access to informal networking opportunities, professional evaluations based on
personality traits and appearance rather than job effectiveness, family obligations, and the
accumulation of small and large ‘slights’ that have built up over the years (Pasquerella &
Clauss-Ehlers, 2017). These external barriers have stalled women’s career advancements
compared to men. More recent research indicates that the COVID-19 pandemic and
#MeToo Movement have created additional external barriers of which the long-term
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effects are unknown (Arriaga et al., 2020; Change, 2019; Gebhardt, 2019; McGregor,
2019; University Women, 2020). These barriers have also contributed to a host of
internal barriers and self-sabotaging behaviors that women have accumulated over time,
ultimately hindering their long-term success in high-powered positions worldwide.
Theoretical Foundations
Many feminist theories have been developed and studied over time regarding
women in the workplace. Specific theories such as Backlash Effect Theory, ExpectancyValue Theory, Gender Role Theory (Social Role Theory), Prototype Theory, and Role
Congruity Theory, and Social Identity Theory have hypothesized and analyzed the
behaviors that have shaped women’s involvement in the workforce in terms of selfsabotaging behaviors and women in power.
Backlash Effect Theory
Backlash Effect Theory is relatively recent and theorizes that there are
negative/backlash social and economic reprisals for behaving counter-stereotypically of
defined social roles (Rudman & Phelan, 2008). Research supports this theory as a
hindrance to women’s success and career-advancement in high-power and leadership
positions in a variety of sectors (Arriaga et al., 2020; Hauser, 2018; Meister, Sinclair, &
Jehn, 2017; Montgomery, 2019; Saint-Michel, 2019; University Women, 2020).
Expectancy-Value Theory
Expectancy Value Theory postulates that achievement-related choices are
motivated by a combination of people’s expectations for success and subjective task
value in particular domains (Studer & Knecht, 2016). Research by Hauser (2018)
illustrates this theory with various stories from women who have been expected to
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behave a certain way in accordance with their gender, and these gender stereotype
expectations often stand in the way of higher-level performance, hindering further
success from women. Other researchers, such as Chizema, Kamuriwo, and Shinozawa
(2015), Ellemers, Rink, Derks, and Ryan (2012), and Kaufman and Grace (2011) found
similar results, further supporting that gender stereotypes and associated expectations
hinder to women’s success and career-advancement in high-power and leadership
positions in a variety of sectors.
Gender Role Theory (Social Role Theory)
Gender Role Theory, also known as Social Role Theory, argues that widely
shared gender stereotypes develop from the gender division of labor that characterizes a
society (Ridgeway, 2001). Recent research from the American Association of University
Women (2020) shows that women often get pigeon-holed into caretaking jobs, such as
hostesses, maids, housekeepers, childcare workers, and waitresses, keeping in line with
gender role theory. Additionally, research by Chiefs for Change (2019) indicate that a
mere five percent of Fortune 500 companies are led by a woman, approximately 25
percent of mayors and state legislators are women, and 18 percent of governors are
women, supporting Gender Role Theory as a means to hinder women from success and
career-advancement in high-power and leadership positions.
Prototype Theory
Prototype Theory makes an assumption about concept representation in terms of
the ‘ideal’ or ‘average’ category exemplar (Shanks, 2001). Newer research enhances this
theory to support women’s success and career-advancement in high-power and leadership
positions in a various sectors, where an ‘ideal’ leader is defined in that particular sector
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regardless of gender (Kaufman & Grace, 2011; Saint-Michel, 2019). This prototype or
‘ideal’ leader incorporates traits of various leadership styles including autocratic,
directive transactional leadership characteristics, and democratic, participatory
transformational leadership characteristics (Arriaga et al., 2020; Kaufman & Grace, 2011;
Marcus, 2019; Saint-Michel, 2019; Sebastian & Moon, 2017), to form an ‘ideal’ leader
regardless of gender.
Role Congruity Theory
Role Congruity Theory proposes that a group will be positively evaluated when
its characteristics are recognized as aligning with that group’s typical social roles (Eagly
& Diekman, 2005). A wealth of research shows that when women behave in traditionally
masculine ways, they can sometimes be evaluated negatively for not sticking to their
traditional gender roles (Arriaga et al., 2020; Change, 2019; Crews, 2020; Montgomery,
2019; Pianta, 2020; Saint-Michel, 2019; University Women, 2020; J. C. Williams &
Multhaup, 2018).
Social Identity Theory
Social Identity Theory refers to the ways people’s self-concepts are based on their
membership in various social groups, such as occupations, ethnic groups, gender, etc.
(Leaper, 2011). Overwhelming research supports this theory as a hindrance to women’s
success and career-advancement in high-power and leadership positions in a variety of
sectors (Arriaga et al., 2020; Crews, 2020; Edwards, 2019; Marcus, 2019; Montgomery,
2019; Olson, 2019; Ryder, 2020).
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Theoretical Framework: Self-Sabotaging Behaviors
The original framework created by Ryder and Briles (2003) included nine
different self-sabotaging domains under which women’s career advancement was
impacted negatively, many of which have been identified from theoretical foundations
and theories as discussed previously. Those domains include thinking too small, fear and
worrying, misunderstanding oneself, dishonesty, holding back, lack of self-reflection,
isolating, disempowering other women, and infusing sex/gender role confusion in the
workplace.
Thinking Too Small
The “thinking too small” domain includes elements such as: blaming others for
why things aren’t going well, minimizing value, lacking the courage to step out of
comfort zone, not being open to new experiences, and making perfection the standard in
life (Ryder & Briles, 2003). Specific research by Hauser (2018) indicates that women
often tend to be too nice, minimize their value and lack courage to confront their male
counterparts for fear of appearing too aggressive. Another researcher found that women
tend to apply for jobs for which they are 100 percent qualified, as opposed to men, who
apply for jobs they are only 60 percent qualified for (Mohr, 2014). Women not applying
for jobs as much as men shows directly how the self-sabotaging behaviors of minimizing
value, lacking the courage to step out of comfort zone and making perfection the standard
impede their professional advancement opportunities. Additional researchers have come
to a similar conclusion through various personal accounts of their own experiences on
their rise to leadership positions (Arriaga et al., 2020; Castellucci, 2019; Crews, 2020;
Montgomery, 2019; Pianta, 2020; Ryder, 2020; Slank, 2019).
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Fear and Worrying
The “fear and worrying” domain include elements such as: becoming anxious
about career changes, feeling out of control in unfamiliar situations, resisting change,
fearing looking stupid, feeling like an imposter on the job, overthinking and
overanalyzing mistakes, and fearing being rejected (Ryder & Briles, 2003). The imposter
syndrome weighs heavily for women rising in the ranks to educational leadership
positions, as noted by Bahn (2014), Hutchins, Penney, and Sublett (2018), and Nickels
and Martin (2018). The imposter syndrome is defined as, “the feeling that, regardless of
your accomplishments, you’re still about be unmasked as a fraud” (Bahn, 2014). It is
likely that this syndrome is responsible for many the other elements of the “fear and
worrying” category, such as becoming anxious, fearing looking stupid, mulling over
mistakes, and fearing being rejected. Additional researchers have found similar tales of
fear and worry in their research of women rising to leadership positions in a variety of
sectors (Crews, 2020; Montgomery, 2019; Pianta, 2020; Ryder, 2020; Slank, 2019).
Misunderstanding Oneself
The “misunderstanding oneself” domain includes elements such as: not being able
to accept compliments or praise, being reluctant to seek out constructive feedback,
focusing on a critical person, being resistant to talk about accomplishments, and not
accepting parts of oneself that need development (Ryder & Briles, 2003). As called out
by several researchers such as Crews (2020), Hutchins, Penney, and Sublett (2018),
Nickels and Martin (2018), Pianta (2020), and Slank (2019), women have often missed
out on various career opportunities and professional advancements as a result of the
manifestation of this self-sabotaging behavior. One researcher noted that when she was

10

in the room of high-ranking leaders in her organization, she often would not speak up
during meetings for fear of being criticized or appearing to boast about her
accomplishments and knowledge, a hallmark of “misunderstanding oneself” (Hauser,
2018). Another area called out by researchers that could contribute to women
misunderstanding themselves comes in the form of being interrupted (Chira, 2017).
Women likely internalize this type of interruption in a variety of self-sabotaging ways,
including being reluctant to seek feedback, focusing on being criticized, and not
accepting parts of oneself needing development.
Dishonesty
The “dishonesty” domain includes elements such as: saying “yes” to things
without wanting to take on the responsibility, taking sides when wanting to stay neutral,
remaining silent in a situation when it would have been better to speak up, and being nice
as a way to avoid confrontation (Ryder & Briles, 2003). This self-sabotaging behavior is
particularly plaguing for women. Women have been raised to avoid conflict, be
caretakers and peacemakers, and have been forced to remain silent in various situations,
be nice to avoid confrontation, and take sides rather than staying neutral (Arriaga et al.,
2020; Clinton, 2012; Hauser, 2018). Mather, Lighthall, Nga, and Gorlick (2010) studied
how stress affects brain activity in men and women. They found that women tend to
react to stress with greater emotional empathy and social affiliation than men, likely
leading to a drive to be more inclusive at the expense of personal stress and internal
honesty. A different study by Women’s Brain Health Initiative (2016) found similar
results. Under stress, women engage in a “tend-and-befriend” response whereas men
engage in a “fight or flight” response. These results indicate that women will need to
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work particularly hard on overcoming this self-sabotaging behavior, as their unique brain
physiology is contributing directly to this barrier.
Holding Back
The “holding back” domain includes elements such as: not reaching out for help
when needed, avoiding criticism, making inflections rather than bold statements,
apologizing unnecessarily, talking down to oneself, sitting in the back of the room, not
answering questions for fear of what others will think, and feeling insecure about worklife-family obligations and balance (Ryder & Briles, 2003). Many of the traits in this
self-sabotaging behavior category are derived from external barriers and gender
stereotyping, as well as from repercussions of Backlash Effect Theory. Women have
been working hard to keep up with men in rising to leadership positions but have
historically been primary caretakers for their families. As such, the internal guilt
associated with work-life balance is particularly challenging for women attempting to rise
in the ranks in various sectors (Arriaga et al., 2020; Capron, 2014). Additionally, the
COVID-19 pandemic has taken a disproportionate economic toll on women (University
Women, 2020). “The challenges of caretaking – exacerbated by virtual schooling, closed
daycare centers and isolated seniors – have taken a significant toll on the work life of
many women. With women still shouldering the bulk of domestic responsibilities, many
have no option other than to reduce their work hours, put off advancement opportunities
or quit their jobs altogether” (University Women, 2020, p. 1). Long-term effects of this
pandemic are yet to be determined, but short-term results show the forced “holding back”
of women rising to leadership positions all over the world.
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Lack of Self-Reflection
The “lack of self-reflection” domain includes elements such as: keeping busy to
avoid being alone, not allowing oneself to mourn losses or cry, not taking vacations or
time off, not allowing oneself to experience “down time,” hating being wrong, and
holding a grudge with someone (Ryder & Briles, 2003). Researcher Jia Jiang (2015)
conducted an experiment where he deliberately put himself in situations of rejection for
100 days to force a level of self-reflection previously unreached. He found that after the
initial fear of being rejected and allowing himself to mourn losses and cry, people who
really change the world have often been met with initial and sometimes violent rejection.
However, they did not allow this rejection to define them. They ended up embracing
rejection to adequately self-reflect and push the boundaries in directions previously
unreached. For many people, the combination of fear of rejection and for women in
particular, managing domestic and professional responsibilities further impedes the
ability for self-reflection. Moreover, making self-reflection a priority is key for women
to push the boundaries in educational leadership (Clinton, 2012; Crews, 2020; Hauser,
2018; Marcus, 2019; Pianta, 2020).
Isolating
The “isolating” domain includes elements such as: being afraid to reach out to
people one doesn’t know, being unaware of types of support needed to move ahead
professionally, feeling guilty for taking up too much of people’s time, relying exclusively
on female mentors, and relying only on networking upstream (Ryder & Briles, 2003).
Researchers Arriaga et al. (2020), Pianta (2020), and Crews (2020) discuss the
importance of reaching out a building a network of both male and female mentors to help
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further career opportunities. However, the recent #MeToo Movement has caused male
mentorship opportunities to be reduced, as men have become reluctant to meet with
women in this capacity for fear of personal and professional repercussions (Gebhardt,
2019; Johnson & Smith, 2018; McGregor, 2019). Long-term effects of the #MeToo
Movement are still unknown, however, short-term effects are proving to be detrimental
for advancing women’s careers in a variety of sectors.
Disempowering Other Women
The “disempowering other women” domain includes elements such as: having felt
too busy to help other women, thinking one shouldn’t help other women since she did it
the hard way, having felt jealous of other women who have “made it,” talking behind a
woman’s back, and holding women to a higher standard at work than men (Ryder &
Briles, 2003). Many women have been instrumental in helping other women achieve
leadership positions in a variety of sectors. However, a variety of research has shown
that some women have impeded women’s progress for reasons identified within this selfsabotaging behavior category. Faniko et al. (2017) assert that female leaders sometimes
distance themselves from junior women to overcome gender stereotypes, and to protect
their leadership positions out of fear of competition. Additional researchers have found
that women sometimes engage in clique behavior and workplace bullying against other
women, ultimately hindering women’s promotional opportunities (Crothers et al., 2009).
Infusing Sex/Gender Role Confusion in the Workplace
The “infusing sex/gender role confusion in the workplace” domain includes
elements such as: dressing sexy at work, squashing natural feminine qualities, exhibiting
male-like qualities that aren’t typical of one’s natural personality, exhibiting “girl-like”
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behaviors such as hair-twirling or using baby talk, flirting at work, and using prosodic
speech or speech patterns such as “valley girl,” uptalk or vocal fry (Ryder & Briles,
2003). Language and tonality have been shown to impede women’s opportunities for
professional advancement (Marcus, 2011; NPR, 2015). For women to be taken seriously
as leaders, they must engage in professional behavior, including eliminating confusing
sex/gender role behaviors in the workplace (Crews, 2020; Derks et al., 2016; Ellemers et
al., 2012; Pianta, 2020; Saint-Michel, 2019).
Statement of the Research Problem
A wealth of research has been done to show the effect of various leadership styles
on culture, climate, and overall effectiveness in the workplace (Arriaga et al., 2020;
Kaufman & Grace, 2011; Marcus, 2019; Saint-Michel, 2019; Sebastian & Moon, 2017).
A meta-analysis study found that women tend to lead in a more democratic, participatory,
and transformational style than men, ultimately allowing them as leaders to inspire,
stimulate, and support their followers (Eagly, Johannesen-Schmidt, & van Engen, 2003;
Sebastian & Moon, 2017). This type of leadership is needed in society, particularly in the
education system where students learn how to be effective and contributing members of
society. Having proper role models for students to look up to is crucial.
A study conducted by Finneran (2018) found that women constitute 77 percent of
the teaching force, less than 60 percent of elementary school principals, and less than 30
percent of secondary school principals. These numbers fluctuate when moving beyond
site-level leadership and into district-level leadership. Chiefs of Change (2019) found
that in 2018, 64 percent of cabinet-level leaders were female, however, this
representation drops significantly when moving to district chiefs, where women represent
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only 31 percent of the workforce. The cause of gender disparity in district-level
leadership has gained a lot of focus from various researchers over the past several years.
Various external barriers have been identified as one of the causes of women not
reaching district-level leadership positions. Gender discrimination and stereotyping are
two types of external barriers that have manifested in a variety of forms, including
women receiving jobs in accordance with their gender such as getting coffee and cleaning
up after lunch meetings, as opposed to work that sets them up for promotions and further
leadership opportunities (J. C. Williams & Multhaup, 2018). Additional barriers include
glass cliffs, glass ceilings, queen bees and the snowman effect (Ansari, 2016; Change,
2019; Derks, Van Laar, & Ellemers, 2016b; Faniko et al., 2017; Harvey, 2018;
Pasquerella & Clauss-Ehlers, 2017). These external barriers, combined with women’s
biology, physiology, and how they have been raised and socialized, have caused
women’s caretaking nature to be exploited. Research contends that these identified
external barriers have prevented women from having equal opportunities afforded to men
(Arriaga et al., 2020; Initiative, 2016; Mather et al., 2010; Olson, 2019; Tunc et al.,
2016).
Perhaps more important than the external barriers faced over time are the internal
barriers women face that ultimately sabotage their paths to leadership careers (Crews,
2020; Hauser, 2018; Lerner, 2012; Pianta, 2020; Ryder, 2020; Ryder & Briles, 2003).
Despite women’s innate ability to be effective, transformational, democratic,
participatory leaders, they often engage in various self-sabotaging behaviors that prevent
them from rising in the ranks to educational leadership positions. Among these selfsabotaging behaviors are thinking too small and not stepping out of their comfort zones,
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worrying about change and looking like an impostor, misunderstanding themselves,
holding back, being dishonest as a way to avoid confrontation, and many more (Arriaga
et al., 2020; Marcus, 2019; Meister et al., 2017; Montgomery, 2019; Ryder, 2020; Ryder
& Briles, 2003; Slank, 2019). Researchers assert that it is time for this gender imbalance
in educational leadership to be addressed (Budworth & Mann Sara, 2010; Finneran, 2018;
Pianta, 2020; VanTuyle & Watkins, 2009). Identifying self-sabotaging behaviors that
resonate with female assistant superintendents throughout their leadership journey and
focusing on strategies to overcome these behaviors is crucial to closing the gender gap in
educational leadership positions.
Purpose Statement
The purpose of this explanatory mixed-method study was to identify and describe
self-sabotaging behaviors experienced by female assistant superintendents and to explore
the impact these behaviors had on their career development. A secondary purpose of this
study was to identify the strategies employed by female assistant superintendents to
overcome self-sabotaging behaviors.
Research Questions
1. What self-sabotaging behaviors have female assistant superintendents
experienced throughout their leadership careers?
2. What impact did self-sabotaging behaviors have on the leadership careers of
female assistant superintendents?
3. What strategies did female assistant superintendents use throughout their
leadership careers to overcome self-sabotaging behaviors?
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Significance of the Problem
Women comprise approximately 75 percent of the teaching force in the United
States; however, the numbers fall significantly the higher the position within the field
(Finneran, 2018). Finneran (2018) found that women constitute less than 60 percent of
elementary school principals and less than 30 percent of secondary school principals.
However, a study by Chiefs for Change (2019) found that 64 percent of cabinet-level
leaders, including assistant superintendents, were female and 31 percent of district chiefs,
including superintendents were female. While there is a significant increase in women
filling cabinet-level positions, women still struggle to make it to the top. This gender gap
is also reflective in compensation: a study by the American Association of University
Women (2020) found that in 2019, female teachers made 83 percent of male teachers’
earnings. With so much growth and progress made over the last century, further attention
is needed to ensure women have equal access to leadership opportunities in the education
system, both in terms of access to jobs and comparable salaries and compensation.
Closing these access and compensation gaps is of utmost priority.
A wealth of research exists on the external barriers women have experienced
contributing to these gaps (Arriaga et. al., 2020; Change, 2019; Crews, 2020; Marcus,
2019; Montgomery, 2019; Olson, 2019; Pianta, 2020; Ryder, 2020; Saint-Michel, 2019).
While much progress has been made in conquering the external barriers women have
faced, the more recent COVID-19 pandemic (University Women, 2020) and #MeToo
Movement (Gebhardt, 2019; Johnson & Smith, 2018; McGregor, 2019) have caused
setbacks for women rising to leadership positions within their organizations. Only time
will reveal the full impact of these events. Additionally, internal barriers, also known as
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self-sabotaging behaviors are still alive and well in many women attempting to rise the
ranks of educational leadership (Arriaga et al., 2020; Crews, 2020; Edwards, 2019;
Hauser, 2018; Nickels & Martin, 2018; Pianta, 2020; Ryder & Briles, 2003; Slank, 2019).
To date, no research has been conducted on assistant superintendents and self-sabotaging
behaviors that may prevent them from reaching the superintendent level. This study will
focus on assistant superintendents and look for trends in the self-sabotaging behaviors
they engage in and strategies they utilize to overcome these behaviors. By pinpointing
which self-sabotaging behaviors female assistant superintendents engage in that prevent
them from reaching the top, insight will be gained for women currently in these positions,
and future female assistant superintendents looking to rise to the superintendency.
With most of the teaching force female, the percentage of leaders in the education
system should mirror this. Great strides have been made at various leadership positions
and levels throughout the education system, however, the drastic decrease of female
representation from assistant superintendents to superintendents indicates the need for a
study of assistant superintendents and self-sabotaging behaviors they are engaging in.
Focused attention on strategies and solutions to these barriers to allow for more equitable
representation of women in educational leadership positions is key for a promising future
for the girls and young women in the current system and serves as a model for equity for
the entire country.
Definitions
Access. Various ways women and men can fully participate in and benefit from
the educational career ladder in the K-12 system.

19

Administrator. A person responsible for running a group, program, business, or
organization.
Advocate. An individual who seeks to use personal position or power to
intentionally lift women up and rally for opportunities that will help women develop
skills needed to advance professionally (Arriaga et al., 2020).
Assistant Principal. A site-based administrator in the educational system,
supporting the site-based principal.
Assistant/Associate Superintendent. An assistant to the superintendent of a
school district.
Barriers. Institutional, systematic, or self-imposed limits that inhibit one’s
success or advancement.
Biological gender differences. Hormonal and chromosomal differences between
men and women.
Cabinet-level leaders. Individuals serving directly under district chiefs,
including assistant superintendents, associate superintendents, deputy superintendents,
and senior-level directors.
District Chiefs. The highest-ranking official within a school district or county
office of education, including superintendents.
Educational leadership. K-12 school district administrators.
Gender discrimination. Being biased to someone because of their gender
(Helgesen & Goldsmith, 2018).
Gender equality. Viewing men and women as being of equal status and value
(Arriaga et al., 2020).
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Gender equity. The fairness of treatment for men and women according to their
respective needs (Arriaga et al., 2020).
Glass ceiling. A metaphor used to describe hindrances in career advancement
opportunities women experience within their respective organizations in terms of how
high they can promote.
Glass cliff. A metaphor used to describe hindrances in career advancement
opportunities women experience by being promoted to already-failing organizations.
Good Old-boys’ network. Men who are members of a long-standing and usually
influential professional, business, or social clique (Helgesen & Goldsmith, 2018).
Mentor. A seasoned, experienced veteran educational leader who imparts
knowledge and wisdom to women leaders, skillfully looking for professional
opportunities to help advance the mentee professionally (Arriaga et al., 2020).
Microcosm. A community regarded as emulating a miniature version of a larger
entity.
Personal power. A woman’s ability to “act from a position of strength rather
than react out of fear and limitation” (Lerner, 2012, p. xv).
Phenomenological study. A study describing the lived experiences of how
individuals make sense of a particular experience or situation (McMillan & Schumacher,
2010).
Physiological gender differences. Physical differences in body composition
between men and women.
Principal. The leader of an individual school within the public education system.
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Queen bee phenomenon. A phenomenon in which women leaders gravitate
towards male-dominated organizations, distancing themselves from junior women and
deliberately hindering female advancement in the workplace.
Self-sabotaging behaviors. Behaviors individuals consciously or unconsciously
emulate that hinder personal or professional development.
Socialization. The process of learning how to behave in a way that is acceptable
to society.
Snow-woman effect. A metaphor used to describe the cumulative barriers
women have faced over time hindering their career advancement opportunities.
Superintendent. An individual who has executive oversight of a school district
or county office of education.
Sponsor. Someone who actively uses positional power to partner with hiring
authorities in their networks and utilizing these networks to promote women leaders into
higher positions (Arriaga et al., 2020).
Stereotype. Conforming to a fixed or general pattern.
Underrepresentation. A term to describe that the percentage of individuals in
high-level positions is less that the percentage of the group of the general population.
Vice Principal. A site-based administrator in the K-12 educational system,
supporting the site-based principal.
Delimitations
This study was delimited to K-12 public education assistant superintendents in
California. Only assistant superintendents who (a) had a minimum of two years of
experience as a K-12 public education assistant superintendent, (b) exhibited strong

22

verbal and nonverbal communication skills, and (c) considered promoting to a
superintendent position in their future were asked to participate in this study. To ensure
these delimiters, the researcher used purposeful and convenience sampling.
Organization of the Study
This study is organized into five chapters, a reference section, and appendices.
Chapter II reviews the literature connected to external barriers women have faced and
well as internal barriers women have faced, called self-sabotaging behaviors, and
strategies used to overcome them. Chapter II provides the research design and
methodology of the study, including procedures and instrumentation used to collect the
data for the study, as well as an overview of how the sample for the study was collected.
Chapter IV includes an analysis of the data and discussion of the findings. Chapter V
provides a summary, conclusion, and recommendations for the study. The study ends
with a references section and appendices.
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CHAPTER II: LITERATURE REVIEW
To gain a well-rounded and thorough perspective of barriers women have faced
over time, a review of literature is crucial. This literature review provides a review of
academic and professional literature as pertaining to women striving to rise to leadership
ranks within the public school system. The chapter begins by discussing a brief history
of women in the workforce, then within education and educational leadership. The
review continues by identifying and describing specific external barriers women have
faced over time. Theoretical foundations are then reviewed followed by a review of the
theoretical framework developed by Lerner (2012) and Ryder and Briles (2003), upon
which this research study is based. Finally, the literature review concludes with
empirical research findings of self-sabotaging behaviors women have engaged in over
time, strategies used to overcome them, and gaps in the research for which further studies
may be conducted.
History of Women in the Workforce
“When women join the labor force, economies tend to grow more” (Jacobs &
Bahn, 2019). While women’s presence in the workforce is becoming increasingly strong,
it was not always that way (Arriaga et al., 2020; Crews, 2020; Jacobs & Bahn, 2019;
Montgomery, 2019; Pianta, 2020). In the 17th century and earlier, women’s roles
primarily focused on child rearing and household responsibilities, but beginning in the
18th and 19th centuries, women played a considerable role in their families’ economic
well-being (Crews, 2020; Jacobs & Bahn, 2019). During this time, they actively grew
and made products that their families bartered or sold for a living, however as the
production of goods relied more on machines, women’s role in the economy receded and
participation dropped significantly until the end of the 19th century (Jacobs & Bahn,
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2019). Beginning in 1890, four periods of women’s involvement in the workforce were
identified as significant: 1890 to 1920s, 1930s to 1950s, 1960s to 1970s, and late 1970s to
early 21st century. At the beginning of the 1900s, the primary group of women entering
the workforce were poor, uneducated single women who served as pieceworkers or
employees in other peoples’ homes (Jacobs & Bahn, 2019; Montgomery, 2019). During
this time, married women mostly stayed home, and women began working in teaching
and clerical positions, catapulting women’s workforce involvement in the 1930s (Jacobs
& Bahn, 2019). In the second significant period for women’s workforce involvement,
1930s to 1950s, married women entered the workforce at a remarkable pace, as shown in
Table 2. During this time, women’s workforce participation was inversely related to her
husband’s income; the higher her husband’s income, the less she would need to work
(Jacobs & Bahn, 2019).
Table 2 – Married Women’s Workforce Participation Over Time (Jacobs & Bahn,
2019)
Table 2. Married Wo men's Workfor ce Particip ation Over Time

Percent of Employed
Women Who Were Married
8%
26%
47%

Year
1890
1930
1950

The third significant period for women’s labor force participation came in the
1960s. It lasted through the 1970s, in which it became increasingly common for married
women to continue to work despite their husband’s income level, largely due to societal
and legal barriers beginning to be dropped (Jacobs & Bahn, 2019; Montgomery, 2019).
From the 1970s to the early 2000s, a “quiet revolution” ensued as young women changed
their horizons from being predominantly marriage and child-rearing focused to careerfocused (Jacobs & Bahn, 2019; Montgomery, 2019). During this time, women began
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investing more in their education and preparing themselves to garner equal professional
status to men (Jacobs & Bahn, 2019). Then, from 2000 to 2016, women’s participation
in the workforce began to decline due to the lack of paid family leave and access to
childcare (Jacobs & Bahn, 2019). From 2017 to 2020, the #MeToo movement
significantly altered women’s labor force opportunities (Arriaga et al., 2020; Change,
2019; Gebhardt, 2019; McGregor, 2019), and the COVID-19 pandemic caused women to
leave the workforce in unprecedented amounts and at rates significantly higher than men
beginning in March 2020 (Rogers, 2021; University Women, 2020).
History of Women in Education & Educational Leadership
One of the primary career paths women have taken over time has been in the
world of public K-12 education (Arriaga et al., 2020; Change, 2019; Pianta, 2020). A
study by Chiefs for Change (2019) found that women make up approximately 77 percent
of teachers in the education profession, while just 54 percent of women are principals and
just over 26 percent superintendents. While the representation of women in leadership
positions has increased in recent years, it wasn’t always this way. Figure 1 shows the
distribution of women in educational positions over time from 1980 to 2016. This figure
visually shows female representation drastically decreasing with increasing leadership
responsibilities. Representation of women in leadership can be further broken down to
show that female representation in educational leadership positions is more equitable
among cabinet-level leaders, also known as assistant superintendents, associate
superintendents, or deputy superintendents (Arriaga et al., 2020; Change, 2019).

26

Figure 1 – Distribution of Women in Educational Positions Over Time, by type
(Hill et al., 2016; Kowalski et al., 2011; NCES, 2017a, 2017b; Perry, 2020; Wallace,
2015)

Figure 1. Distribution o f Wo men in Ed ucatio nal Positio ns Over Time, by type

There are different paths from teacher to superintendent, however nearly all paths
require a superintendent to act as an assistant superintendent or cabinet-level leader
before proceeding to superintendent (Arriaga et al., 2020; Change, 2019; Wallace, 2015).
A recent study by Chiefs for Change (2019) found that in 2018, 77 percent of teachers
were female, 54 percent of principals were female, 64 percent of cabinet-level leaders
were female, yet only 31 percent of superintendents were female, as shown in Figure 2.
The percentage of women at the cabinet-level position is closer to the overall
representation of female teachers, however there is a sharp decline in female
representation from cabinet-level leaders to superintendent (Arriaga et al., 2020; Change,
2019).
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Figure 2 – Distribution of Women in Educational Positions in 2018, by type
(Change, 2019)

Figure 2. Distribution o f Wo men in Ed ucatio nal Positio ns in 20 18, by type

The drastic decline in female representation at the superintendent level highlights
an important distinction between men’s and women’s paths to leadership positions within
the K-12 education system (Arriaga et al., 2020; Maranto et al., 2018; Wallace, 2015).
Table 3 shows the three most commonly held positions by superintendents throughout
their careers, as well as first administrative position held by superintendents, by gender.
Research by Arriaga et al. (2020) shows that men are proportionately more likely
to gain promotion to principal and do so quicker than women. Additionally, research by
Maranto et al. (2018) shows that male principals have taught approximately 10.7 years
before becoming principal, as opposed to 13.2 years for women teaching before
ascending to principal positions. Finally, women have historically had to take the path of
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Table 3 – Previous Positions Held Before Superintendency, by gender (Kowalski
et al., 2011)
Table 3. Previous P ositions Held Before Superintenden cy, by gender

Three Most Commonly Held Positions
By Men:
• High School Teacher
• High School Principal
• Junior/Middle School Teacher
By Women:
• District-Level Director/Coordinator/
Supervisor
• Elementary School Teacher
• Elementary School Principal
First Administrative
Position Held
Assistant Principal
• Elementary
• Junior/middle school
• High school
Principal
• Elementary
• Junior/middle school
• High school
Dean of Students
Athletic Director
District-Level Director/
Coordinator/Supervisor
Assistant/Associate/Deputy Superintendent

Male
•
•
•

Female

67.6%
54.5%
53.5%

N/A

N/A

•

66.5%

•
•

52.8%
52.8%

Male

Female

•
•
•

5.8%
12.5%
21.7%

•
•
•

11.7%
9.6%
10.3%

•
•
•

11.7%
5.2%
17.0%
3.0%
4.3%

•
•
•

18.2%
4.4%
5.6%
1.9%
0.7%

10.5%

28.4%

0.6%

1.4%

becoming a curricular leader or district-level director or coordinator before rising to
cabinet-level leader positions, contrasted with larger portions of men serving as athletic
coaches before rising to cabinet-level positions (Arriaga et al., 2020; Kowalski et al.,
2011).
History of Female Assistant Superintendents
The assistant superintendent position includes a variety of responsibilities within
the central office of school districts, including oversight of curriculum and instruction,
business and finance, human resources, personnel, operations, special education, and
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other areas, depending upon the size of the district (Armstrong, 2017). A recent study by
Chiefs for Change (2019) found that women comprise 77 percent of the teaching force,
54 percent of principals, 64 percent of cabinet-level leaders, and 31 percent of
superintendents. Implications of this study are promising for women wanting to rise to
leadership positions within the K-12 education system. However, the drop in female
representation from assistant superintendency to superintendency warrants further inquiry
into this drop (Armstrong, 2017; Coates, 2020; DiCanio et al., 2016; Hunter, 2014;
Jarrett, Tran, & Buckman, 2018).
Researcher Tanesha Hunter (2014) conducted a study comparing male and female
assistant superintendents, and various barriers, motivators, and stressors they encountered
on route to the superintendency. Hunter discovered that there were significant
differences in the descriptions men and women had of barriers, motivators, and stressors,
and some of these factors had significant impact on women’s pursuance of
superintendency (Hunter, 2014). Male assistant superintendents expressed that external
motivators were more important to them for pursuing the superintendency position than
women (Hunter, 2014). Female assistant superintendents agreed that discriminatory acts
impacted their decision to pursue the superintendency, whereas men were less impacted
by discriminatory acts (Coates, 2020; DiCanio et al., 2016; Hunter, 2014). However
most importantly, female assistant superintendents were less willing to pursue the
position of superintendent for a variety of reasons, including level of needs within the
district, salary differential between assistant superintendent and superintendent, and the
amount of paperwork and bureaucracy associated with the superintendent position
(Armstrong, 2017; DiCanio et al., 2016; Hunter, 2014).
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Additionally, Hunter (2014) reported that discrimination drastically impacted
women’s decision to pursue the superintendency as compared to males. External barriers
weighing on women’s decision to pursue the superintendency include high turnover rate,
excessive time commitment requirements, lack of mentorship and networking
opportunities, inadequate pay, gender, race, age and search firm bias, school boards,
budget cuts, and state and federal mandates (Armstrong, 2017; Coates, 2020; DiCanio et
al., 2016; Hunter, 2014; Jarrett et al., 2018). Internal barriers factoring on women’s
decision to pursue superintendency included inadequate preparation, lack of desire, and
other factors such as mismatched skill sets, thankless job conditions, and not desiring the
level of power associated with the superintendency (Armstrong, 2017; DiCanio et al.,
2016; Hunter, 2014). A study conducted by Jarrett et al. (2018) found that women tend
to aspire towards roles more closely linked to students, and the superintendency is too far
removed from direct work with students. Regardless of the paths and settling points
women have taken in leadership positions within the K-12 education system over time,
many women have faced significant external and internal barriers upon their ascent.
These barriers have contributed to the disparities among men and women in educational
leadership positions in the K-12 education system (Arriaga et al., 2020; Change, 2019;
University Women, 2020; Wallace, 2015).
External Barriers Women Experience
Women have experienced significant external barriers in their rise to leadership
positions over time (Arriaga et al., 2020; Clinton, 2012; Crothers et al., 2009; Derks et
al., 2016b; Hauser, 2018; Pasquerella & Clauss-Ehlers, 2017). The external barriers
applicable to this study include gender discrimination and stereotyping, “Queen Bee”
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phenomenon, glass ceilings, glass cliffs, glass escalators, snow-woman effect, biological,
physiological and socialization differences in early childhood, conflict of job
requirements and family commitments, the #MeToo movement, and the COVID-19
pandemic. A review of each of these external barriers is provided in the sections below.
Gender Discrimination & Stereotyping
The Oxford Dictionary defines discrimination as “treating one or more members
of a specified group unfairly as compared with other people” (Dictionary, 2021b) and
stereotype as “a preconceived and oversimplified idea of the characteristics which typify
a person, race, or community which may lead to treating them in a particular way”
(Dictionary, 2021a). The roots of gender discrimination and stereotyping run deep, and
are based on our evolution, showing that women’s roles and responsibilities have
naturally gravitated towards caretaking and nurturing roles because of their biological
and physiological structures (Arriaga et al., 2020; Initiative, 2016; Olson, 2019; Taylor et
al., 2000; Tunc et al., 2016). While much progress has been made in gender
discrimination and stereotyping, there are still copious amounts of this behavior all over
the world. Secretary Hillary Clinton (2012) delivered an address to the Women in the
World Summit in 2012 and described her personal experiences with gender
discrimination and stereotyping throughout her career in politics. One prime example of
this comes in the form of how much harder women have to work to be seen as equal to
men, as demonstrated by Clinton’s devotion of time to her appearance in her run for
president in 2016 (Sanders, 2017). Clinton has been compared to other presidential
candidates Bernie Sanders and lamented that Bernie could dress like that “because he
can” and that it takes a lot of effort “just to be a woman in the public eye” (Sanders,
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2017). Gender discrimination and stereotyping have led to many negative professional
outcomes for women and have covertly oppressed thousands of women throughout time.
The following sections detail explicit overt and covert forms of gender discrimination and
stereotyping, including women discriminating against one another, further preventing
women from rising to leadership positions.
Queen Bee Phenomenon
The queen bee phenomenon describes a situation in which female leaders distance
themselves from less successful junior women in their organizations and provide little-tono support to help their career advancement (Derks et al., 2016b). Two types of queen
bees have been identified in the literature: those who disengage with their junior
counterparts (passive queen bees), and those who actively sabotage their junior
counterparts (aggressive queen bees).
Passive queen bees. For passive queen bees, women leaders are not out to
sabotage their junior counterparts, however they do not make a sustained effort to help
their female counterparts advance (Derks et al., 2016b; Faniko et al., 2017). In this
situation, women leaders distance themselves from their junior counterparts who are less
successful specifically to “reduce the association between themselves and the less
successful group of women” (Derks et al., 2016b, p. 456). These leaders do this to
assimilate into male-dominated organizations and leadership positions more effectively
by presenting themselves as more masculine and be accepted by high-level male leaders
(Derks et al., 2016b; Faniko et al., 2017). The passive queen bee phenomenon is a highly
damaging form of disempowering other women and ultimately one of the most damaging
external barriers women still face today.
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Aggressive queen bees. Other researchers have found that not only do female
leaders distance themselves, they sometimes outright sabotage junior women as a
response to the race for highly coveted leadership positions (Brock, 2008; Dellasega,
2005; Harvey, 2018; Pasquerella & Clauss-Ehlers, 2017). Harvey (2018) conducted a
cross-industry survey in the United Kingdom of 100 UK women between ages 25 and 50
and found that approximately 70 percent of women had “been the victim of either
workplace bullying or covert undermining by a female boss” (Harvey, 2018, p. 1). This
phenomenon is a tremendous hindrance to women’s career advancement because they
end up lacking mentorship or sponsorship and are prevented from advancing as a result of
insecurity or the need to take on more stereotypically male characteristics to be taken
seriously (Dellasega, 2005; Harvey, 2018). Another study by the Workplace Bullying
Institute suggested that as many as 58 percent of workplace bullies are women (Harvey,
2018), and engage in relationship manipulation and reputation damage of their junior
counterparts by gossiping and excluding, isolating, and alienating other women socially.
Glass Ceilings, Cliffs, and Escalators
Researchers Carli and Eagly (2016) report that women face a labyrinth when
attempting to rise to leadership positions. Glass ceilings, cliffs and escalators are terms
used to identify a variety of invisible barriers faced by women attempting to rise to
leadership positions. The sections below outline the prevalence of these invisible barriers
for women as described in the literature today.
Glass ceilings. The glass ceiling metaphor refers to women being unable to
advance to the highest levels of leadership, despite being in full view of the top but
denied further advancement (Carli & Eagly, 2016). Myriad researchers cite the
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prevalence of glass ceilings in a variety of workplaces, and assert things like gender
stereotypes, conflict of job and family requirements as the culprits (Ansari, 2016;
Change, 2019; Gillard & Okono-Iweala, 2020; Hideg & Shen, 2019; Maranto et al.,
2018). However more prevalent and pervasive issues such as emitting the “right kind of
signal” and downplaying mannish characteristics in the workplace seem to be interfering
for those already near the top (Ansari, 2016; Finneran, 2018; Montgomery, 2019; Pianta,
2020; Saint-Michel, 2019). Chiefs for Change (2019) asserts that new research shows
that in the world of K-12 education, women hold the largest majority of jobs ranging
from teachers to the superintendent’s cabinet, but that “a glass ceiling has preserved a
superintendency that is by far majority male, and predominantly white” (p. 5). While
bias, stereotypes, and conflicts between job and family were cited as societal reasons for
the glass ceiling, a confidence gap was also a major factor (Change, 2019). Additionally,
structural barriers in place were called out by Chiefs for Change (2019), including the
pipeline being skewed towards men, the recruiting and selection process, and the job
itself.
To further elaborate on the pipeline structural disparities, Maranto et al. (2018)
found that before becoming principals, men and women are “equally likely to have
served as department heads, vice principals, and club advisers” (p. 13). However, men
tended to have served as curricular specialists nearly twice as much as women, served as
athletic coaches nearly three times as women, and transitioned to a principal position
sooner in their careers than women by nearly three years, as shown in Table 4. This
disparity is further seen in the number of elementary and secondary teachers relative to
principals. Maranto et. al. (2018) report that women make up 90 percent of elementary
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school teachers, but only 66 percent of elementary school principals. Female
representation in leadership drastically reduces in secondary schools where women
comprise 63 percent of secondary teachers, but only 48 percent of secondary principals
(Maranto et. al., 2018). Additionally, researchers in the 1970s found that nearly 80
percent of school superintendents had coached athletic teams earlier in their careers
(Maranto et al., 2018). In addition to women experiencing significant structural and
societal barriers in the form of glass ceilings, women have also faced significant barriers
in the form of glass cliffs detailed in the next section.
Table 4 – Structural Pipeline Disparities Contributing to the Glass Ceiling
(Maranto et al., 2018)
Table 4. Structural Pipeline Dis parities Contrib uting to the Glas s Ceiling

Structural Pipeline Measure
Served as Curricular Specialists
Athletic Coach Experience
Average Teaching Experience Before
Becoming Principal

Men
31.3%
52.8%

Women
16%
16.5%

10.7 years

13.2 years

Glass cliffs. The glass cliff is a term that refers to women being appointed to
leadership positions where organizational conditions are risky or precarious (Carli &
Eagly, 2016). Former Prime Minister of Australia, Julia Gillard, and former Finance
Minister of Nigeria, Ngozi Okonjo-Iweala, sat down for a discussion on lessons women
leaders need to face and they discussed the glass cliff phenomenon. Gillard asserts that if
a business or organization is going well, they’ll likely appoint a new leader that looks
similar to the former leader – a man; however, if the organization or business is facing
difficulties, they’ll often bring in a woman (Gillard & Okono-Iweala, 2020). She gave an
example of the first woman to lead the International Monetary Fund when its former
leader was accused of sexual assault and recused his position. Additionally, OkonjoIweala described firsthand experience with the glass cliff phenomenon when she was
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chosen as a young woman to lead a problematic World Bank project in Rwanda because
no one else wanted it for fear of failure (Gillard & Okono-Iweala, 2020).
Other researchers uphold this perspective, asserting that men tend to be selected
for larger, high-visibility roles within the businesses and organizations, leaving
underperforming, smaller roles within businesses and organizations left to women
(Badura, Grijalva, Newman, Yan, & Jeon, 2018; Carli & Eagly, 2016; Change, 2019;
Hopkins, 2012; Pasquerella & Clauss-Ehlers, 2017; Wood, 2016b). In their study, Chiefs
for Change (2019) found the glass cliff prevalent in the K-12 school system, stating that
“women are often brought in as the turnaround leader to take on the most challenging
situations” (p.9), and are then penalized more significantly for failure than their male
counterparts. Glass cliffs are much less researched than glass ceilings, but are still
prevalent, nonetheless. The final invisible barrier is like the glass cliff, in that it
highlights the increased opportunities men receive in certain professions, and it is
discussed in the next section.
Glass escalators. The glass escalator is a term coined by researcher Christine
Williams in 1992, in which men receive advantages in female dominated professions like
nursing, teaching, and social work (C. Williams, 2013). When she originally created this
term, work organizations took a more traditional approach, and as such, the glass
escalator was appropriately identified and utilized. However, in 2013, Williams revisited
the glass escalator and updated her definition and implications for the 21st century
workplace. Table 5 shows major features and differences between traditional and
“neoliberal” work organizations. While there are still some features of traditional work
organizations in 21st century careers, the characteristics of the “neoliberal” work
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organization as described by C. Williams (2013) do create some barriers for women, as
these characteristics make mentorship and sponsorship increasingly difficult in an already
difficult state of mentorship for women. The prevalence of women represented in
leadership positions in female-dominated professions like nursing, teaching and social
work is increasing, however, Williams’ description of men receiving advantages in these
female-dominated professions is still alive and well in educational leadership positions
(Arriaga et al., 2020; Pianta, 2020; Ryder & Briles, 2003; J. C. Williams & Multhaup,
2018).
Table 5 – Major Features of 21st Century Work Transformation (C. Williams,
2013, p. 619)
Table 5. Major Features o f 21st Ce ntury Work Trans for mation

“Neoliberal” Work Organization
Flexibility and adaptability rewarded
Temporary and contingent contracts
Boundary-less career
Project-based requirements
Horizontal interdisciplinary teams
Career maps or “I-deals”

Traditional Work Organization
Loyalty and seniority rewarded
Full-time job with benefits
Lifetime career
Specialized job descriptions
Hierarchically organized departments
Career ladders
Snow-Woman Effect

The snow-woman effect was a term coined by researcher Mary Ann Mason in
2007 and referred to the accumulation of small and large incidents that marginalize
women rising to leadership positions (Pasquerella & Clauss-Ehlers, 2017). This effect is
essentially “the layers of missed opportunities, family obligations, and small and large
slights built up over the years, slowing their career progress compared to men”
(Pasquerella & Clauss-Ehlers, 2017, p. 9). This effect is a compilation of the external
barriers as outlined in this section, including gender discrimination and stereotyping,
queen bee phenomenon, glass ceilings and cliffs, job and family conflicts, #MeToo
movement, and the COVID-19 pandemic (Brands & Fernandez-Mateo, 2017a; Capron,
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2014; Finneran, 2018; Kaiser & Spalding, 2015; Meister et al., 2017; Pasquerella &
Clauss-Ehlers, 2017; Wood, 2016b).
Biological and Physiological Differences in Men and Women
Biological and physiological differences between men and women present a
unique set of barriers women still combat consistently today (Andersen & Hansson,
2011; Bowles & McGinn, 2008; Initiative, 2016; Mather et al., 2010; Ruderman, 2006;
Small, Gelfand, Babcock, & Gettman, 2007; Taylor et al., 2000; Tunc et al., 2016).
Several research studies have analyzed how women react to stress compared to men, with
fascinating results (Initiative, 2016; Mather et al., 2010; Taylor et al., 2000). In the 2012
Stress in America Survey by the American Psychological Association (APA) a survey
was conducted to measure average stress levels, with one meaning “little or no stress”
and ten meaning “a great deal of stress,” and found that women’s average stress level was
5.3 compared to 4.6 by men. A score of 3.6 in this study was considered a healthy level
of stress for both genders. Additionally, women reported symptoms due to stress more
often than men, as shown in Table 6.
Table 6 – Prevalence of Symptoms Due to Stress, by gender (Initiative, 2016)
Table 6. Prevalence o f Sympto ms Due to Stress, by ge nder

Prevalence in
Women
45%
42%
39%
34%

Symptom
Fatigue
Feeling Nervous or Anxious
Feeling Depressed or Sad
Headaches

Prevalence in
Men
29%
27%
28%
20%

The symptoms of stress are found more in women than men, but even more
interesting is the biological and physiological response to stress and differences each
gender experiences. A research study by Taylor in 2000 outlined that women’s typical
response to stress and threats is characterized by “tend-and-befriend,” whereas men’s
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typical response to stress and threats is characterized by “fight-or-flight” (Initiative,
2016). The “tend-and-befriend” response is a direct result of women’s traditional
caregiving roles and one that has evolved over time to maximize survival of oneself and
one’s offspring (Initiative, 2016). Because women had children to take care of, they were
not able to fight or flee as men did, so they evolved to deal with stressors in a different
way by tending to distressed children and befriending others in hopes that a larger social
support network might provide additional protection during future threats (Initiative,
2016). In stressful instances, women and men’s brains both release oxytocin, but in
different amounts; women’s brains release more oxytocin in times of stress or threat,
prompting the “tend-and-befriend” response, whereas men’s brains released less
oxytocin, prompting the “fight-or-flight” response (Initiative, 2016; Taylor et al., 2000).
Not only does the release of certain hormones affect women’s stress response
differently than men, but women’s and men’s physical brain structures also provide
insight into differences in men’s and women’s leadership styles and associated
implications (Tunc et al., 2016). Research by Tunc et al. (2016) used brain imaging
techniques to view the structures within the brains of healthy young men and women and
found that functional and behavioral differences are related directly to differences in
structural connections within the brain. Specific connections among various portions of
men’s brains were shown to be responsible for such behaviors and characteristics as
complex reasoning, control, self-related and internal processes like introspection, as well
as integration of cognitive processes (Tunc et al., 2016). On the other hand, specific
connections in females’ brains were shown to be responsible for such behaviors and
characteristics as attention, emotional processing, social cognition, and motivation (Tunc
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et al., 2016). When looking at various subnetworks of the brain, Tunc et al. (2016) found
that when making decisions, the brain connectivity structures for males yielded a better
perception-action coordination, as opposed to” anticipation and subsequent processing of
socially and emotionally relevant cues in females” (Tunc et al., 2016, p. 6). This means
that the hard-wired structural differences between men and women are largely
responsible for differences in motivation, processing, and decision-making outcomes, of
which have yielded barriers to women on their rise to leadership positions.
Conflict of Job Requirements & Family Commitments
Women have long been considered nurturers and caretakers from society’s
standpoint (Change, 2019; Crews, 2020; Finneran, 2018; Gillard & Okono-Iweala, 2020;
Montgomery, 2019; Pianta, 2020). Many of the qualities that lead women to be nurturers
and caretakers provide valuable insight and support in a professional leadership capacity,
but because this role has been heavily placed on more women than men, their abilities to
advance professionally have been minimized (Change, 2019). While great strides were
being made in this area and men taking on increasing family commitments, the COVID19 pandemic had a tremendous negative impact on women in this regard. A study by the
American Association of University Women (2020) found that the increased caretaking
challenges of children, including virtual schooling and closed daycare centers, caused
women’s employment to plummet between February and April 2020. This study also
highlighted that mothers of young children lost jobs at three times the rate of fathers and
mothers of children under 12 saw a 12 percent drop in employment, compared to fathers
of children under 12 seeing a 4 percent drop (University Women, 2020, p. 1). Long-term
implications of this pandemic related to conflicting job and family commitments are still
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not understood, however research has been done to uncover the roots of this longstanding
conflict.
Hideg and Shen (2019) conducted a study regarding the role of benevolent sexism
and career support for women rising to leadership positions and found that women
needed two different types of support if they were going to advance in their sectors:
workplace career support and family career support. Benevolent sexism is when
individuals prefer women who conform to gender roles and subsequently idealize and
protect women who conform to gender roles. Hideg and Shen (2019) defined workplace
support as support from mentors, senior staff, and other colleagues in the workplace, and
included specific career functions like coaching, challenging assignments, sponsorship,
and psychosocial support (Hideg & Shen, 2019). Family support was defined as social
support within the family overall or from an individual’s intimate partner or spouse
(Hideg & Shen, 2019).
Hideg and Shen (2019) came up with a theoretical model with 13 propositions for
what types of behaviors in the workplace and at home could either positively or
negatively affect a women’s ability to move upward and attain leadership positions, as
summarized in Table 7. They also found that managers who endorse or support
benevolent sexism “may be inclined to provide high levels of family supportive
supervisor behaviors (FSSB), behaviors exhibited by managers that are supportive of
employee’s family roles and encourage work-life balance” (Hideg & Shen, 2019, p. 292).
Benevolent sexism is a root cause of conflicts between job requirements and
family commitments for women (Hideg & Shen, 2019). When society begins to see men
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and women as equal contributors, this root cause will slowly erode, leading to increased
leadership opportunities for women. Though the COVID-19 pandemic has caused
Table 7 – Workplace and Family Factors Contributing to Women’s Professional
Leadership Attainment (Hideg & Shen, 2019)
Table 7. Workpla ce an d Family Factors Contributing to Wo men's Pro fessio nal Le adership Attain ment

Benevolent
Sexism:

Leads
to:

Demonstrated by
Managers

Lack of career advancement for women
Managers promoting FSSBs
that hold women back

Demonstrated by
Intimate Partners

Lack of career advancement for women

Perceived by
Women

Women seeking career support from
managers or intimate partner
Women perceiving patronizing
behaviors as supportive

Potential
Women’s
Attainment of
Leadership
Positions?
No
No
No
Maybe
Maybe

society to backtrack in this regard, new federal leadership in the United States is
diligently working to address this issue so women’s rights can continue trending upward
so job and family conflicts don’t primarily lie in women’s hands (Rogers, 2021).
#MeToo Movement
The #MeToo Movement was born in 2017 following media coverage of the
widespread sexual-abuse allegations against Harvey Weinstein and has had dramatic
effects for women in the workplace ever since (Crews, 2020; Gebhardt, 2019; Johnson &
Smith, 2018; McGregor, 2019; Montgomery, 2019). This movement spurred courage in
women who had suffered sexual abuse by men to come forward and face their abusers,
often in a professional setting, and formally file charges against their abusers. While this
movement has made great strides for women in terms of equitable and fair treatment
personally and as human beings, it has had significant backlash to women in a
professional capacity. McGregor (2019) asserted that because of this movement, men are
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now more fearful of working with women in a one-on-one or mentoring capacity. A
survey conducted by a women’s self-empowerment organization found that in 2019, 60
percent of male managers were uncomfortable doing common workplace activities with
women, compared to 46 percent the prior year (Gebhardt, 2019; McGregor, 2019). This
discomfort among men and women creates a problem for women who intend to rise to
leadership positions in that mentorship, sponsorship and networking are key activities
that help their rise (Crews, 2020; Gebhardt, 2019; Johnson & Smith, 2018; Montgomery,
2019).
COVID-19
“’In one year,’ Vice President Kamala Harris said, ‘the pandemic has put decades
of the progress we have collectively made for women workers at risk’” (Rogers, 2021).
The COVID-19 pandemic began in March 2020, and since then, 2.5 million women left
the workforce, compared to 1.8 million men (Rogers, 2021). Reasons for more women
leaving the workforce than men included childcare demands, layoffs and furloughs
(Rogers, 2021). Another study conducted by the American Association of University
Women (2020) supports these results. They, along with other researchers, concluded that
women still shoulder the bulk of domestic responsibilities, and faced no other options
than to work less hours (R. Thomas et al., 2020; University Women, 2020). The findings
of their study in terms of job loss are outlined in Table 8.
The American Association of University Women (2020) also detailed gender
wage gap issues that existed before COVID-19, and found that even before the pandemic,
women were earning less than their male counterparts. They asserted that in 2018,
women earned on average 81.6 percent of what men took home, and in 2019, women
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Table 8 – COVID-19 Impact on Women’s Economic Security (University
Women, 2020, p. 1)
Table 8. COVID -19 I mpa ct on W ome n's Eco nomi c Security

COVID-19 Impact Measure
Unemployment Rate – February to April 2020
Unemployment Rate –
Third Quarter 2019 to Third Quarter 2020
for:
• Asian Women
• Latina Women
• African American Women
• Caucasian Women
Job Loss of Parents of Young Children
Between February and August 2020
Unemployment Rate Age 25 to 44
Not Working Due to Childcare Demands –
July 2020

Impact on
Women
12.8% increase
•
•
•
•

9.1% increase
7.7% increase
7.3% increase
4.9% increase

Impact on Men
9.9% increase

N/A

2.2 million jobs
(12% drop)

870,000 jobs
(4% drop)

32.1%

12.1%

took home on average 82.3 percent of what men took home (University Women, 2020).
A detailed breakdown by race/ethnic group is shown in Table 9. In each group, women
earn less than men. However, while African American women have the closest wage to
their African American male counterparts, their overall wages are significantly lower
than Asian and Caucasian ethnic groups. The COVID-19 pandemic has magnified these
inequalities, and likely widened the wage gap in 2020 (R. Thomas et al., 2020; University
Women, 2020).
Table 9 – 2019 Gender Wage Gap, by ethnicity (University Women, 2020)
Table 9. 2019 Gender W age Gap , by ethnicity

Race/Ethnicity
African American
American Indian & Alaska Native
Native Hawaiian &
Other Pacific Islander
Hispanic or Latino Origin
Asian
Caucasian

Women’s
Median
Annual
Earnings
$37,402
$36,577

Men’s
Median
Annual
Earnings
$41,242
$40,623

Women’s
Earnings
Compared
to Men
91%
90%

$38,836

$45,935

85%

$32,470
$56,001
$47,806

$40,303
$70,379
$61,233

81%
79%
78%
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Theoretical Foundations
Theoretical foundations give rationale, scholarly perspective, and help
justify a study being conducted (McMillan & Schumacher, 2010). The theoretical
foundations applicable to this study include backlash effect theory, expectancy value
theory, gender role theory (social role theory), prototype theory, role congruity theory,
and social identity theory. These theoretical perspectives provide deeper understanding
for impediments to women rising in educational leadership positions.
Backlash Effect Theory
“Backlash effects” was a term coined by researcher Laurie Rudman in 1998 and is
defined as “social and economic reprisals for behaving counter stereotypically” (Rudman
& Phelan, 2008, p. 61). More specifically, Rudman and Phelan (2008) focused on
backlash effects women experienced in rising to various levels of leadership, including
hiring, salary negotiations, promotion, leadership evaluations, and various backlash
effects on the job. This theory was born from the perspective that women tend to be
more communal and have been raised and socialized to perform different duties than
men, typically wifely and maternal duties, preventing women from being able to hone
their professional skills (Arriaga et al., 2020; Clinton, 2012; Counts, 2019; Hauser, 2018;
Kaiser & Spalding, 2015; Meister et al., 2017; Montgomery, 2019; Pianta, 2020). This
long-term prevention of professional leadership attainment for women has caused
economic and social backlash when women rise to leadership positions. For example,
myriad studies have shown that women struggle to maintain equitable compensation for
equitable professional responsibilities (Bazelon, 2019; Bowles & McGinn, 2008; Counts,
2019; Girard, 2019; University Women, 2020). Additional studies have found that when
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women who have successfully risen to high-level leadership positions behave like male
leaders, their efforts are often overlooked, misinterpreted or backfired among those they
serve (Ansari, 2016; Change, 2019; Meister et al., 2017; Saint-Michel, 2019). Though
much progress has been made regarding these gender stereotypes and subsequent
backlash effects, a study by American Association of University Women (2020) found
that the COVID-19 pandemic has caused mothers of young children to experience
setbacks with regards to already slow-moving progression.
Expectancy Value Theory
The expectancy-value theory was developed in 1957 by Atkinson and asserts that
two primary factors come into play when individuals are making decisions about things:
an individual’s selection of an option based on all alternatives present, and the “amplitude
or vigor of the action tendency once initiated, and for its tendency to persist for a time in
a given direction” (Atkinson, 1957, p. 359). This means that individuals tend to choose
specific options or alternatives to solutions based on all available options or selections,
combined with the level of work or attainment involved, the individual’s ability to
perform the work, and any external incentives for doing the work. Hodis (2018) asserts
that when individuals have the confidence in their ability to perform the work, and value
the work involved, they are more likely to be motivated to choose that alternative.
A variety of modern researchers agree with this perspective, concluding that
women tend to have lower confidence than men professionally, and as such, tend to strive
for lower professional opportunities as a result (Bazelon, 2019; Counts, 2019; Hauser,
2018; Kay & Shipman, 2014; Rigoglioso, 2011; Ryder, 2020). Researchers Kay and
Shipman (2014) coined the term “the confidence gap,” in which women underestimate
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their abilities, do not consider themselves as ready for promotions as men, and predict
they will do worse on tests than men. Women are equally competent but lack confidence,
suggesting that their lack of confidence far outweighs external incentives and value of the
work they may achieve (Hodis, 2018).
Gender Role Theory (Social Role Theory)
Gender role theory, also known as social role theory, was developed in 1999 by
researchers Eagly and Wood and asserts that biological and societal expectations have
largely shaped gender behaviors and appropriate roles within society. In this theory,
women have a biological tendency to care for and nurture children, causing them to focus
on and hone their relational skills and homely duties rather than enter the workforce and
develop professional skills (Eagly & Wood, 1999). In contrast, men are generally larger
in stature and strength, causing them to ‘go out in the world’ and focus on developing
their professional skills in droves (Eagly & Wood, 1999). As society progressed, these
assigned roles based on genetically predisposed attributes became accepted as gendered
norms. Modern researcher Ridgeway (2001) argues that gender stereotypes have
developed from society’s gender division of labor. Myriad female professionals agree
with this perspective, expressing that gender stereotypes as developed over time and
described in gender role theory have prevented their upward movement in their
profession (Gillard & Okono-Iweala, 2020; Hideg & Shen, 2019; Huntsberry, 2015;
Jaschik, 2015; Macnell, Driscoll, & Hunt, 2015; Marcus, 2019; Olson, 2019).
Prototype Theory
Prototype theory is the newest of the theoretical foundations applicable to women
in educational leadership positions. Prototype theory asserts that there is an ‘ideal’ or
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‘average’ category exemplar, and that specific category exemplars ultimately do not
influence various classifications of things (Shanks, 2001). Regarding women in
educational leadership positions, researcher Saint-Michel (2019) asserts that, despite
major improvements, successful leadership is ultimately still defined in masculine terms.
As such, men are expected to display characteristics such as assertiveness, achievement,
and competitiveness, whereas women are expected to display characteristics including
nurture, benevolence, and personal caring and concern for others (Eagly & Diekman,
2005). A growing body of research is learning that transformational leadership can create
positive change at a more rapid pace than other styles of leadership, such as transactional,
autocratic, or directive, and that transformational leadership should be the prototype
leadership style when true, authentic change is the goal (Bazelon, 2019; Blount, 2017;
Kaufman & Grace, 2011; Saint-Michel, 2019).
While transformational leadership is the most effective, efficient way of achieving
change, a meta-analyses by Kaufman and Grace (2011) asserted that “women tend to be
more democratic or participatory in their approach whereas men tend to be autocratic or
directive ” (p. 6), characteristics that are closely tied with transformational leadership.
They elaborate, “rather than genderizing leadership, an androgynous leadership style may
be the most effective in achieving positive organizational outcomes” (Kaufman & Grace,
2011, p. 8). Deductive reasoning would lend itself to the assertion that women’s
leadership styles have been long overlooked and highly valuable in instigating change.
Many attributes of female leadership style would be ideal for a prototype educational
leadership theory, in which rather than engendering and upholding traditional masculine
leadership qualities or characteristics, a single, prototype theory in which
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transformational leadership is the standard, regardless of the gender of the leader at the
helm.
Role Congruity Theory
Role congruity theory was first recognized by Intriligator in 1983 in her study
about women leaders in school unions. Her study determined that leadership theory was
not gender-inclusive, and that acceptable leadership behaviors were those most closely
aligned with typical male behaviors (Intriligator, 1983). Researchers Eagly and Diekman
(2005) elaborate on this theory, proposing that individuals will be positively evaluated
when their characteristics are aligned with their prescribed social roles. Many female
researchers and professionals throughout time concur that should women have led or
behaved in discordance with their gender, they would not be received well or evaluated
positively by their colleagues (Badura et al., 2018; V. L. Brescoll, 2016; Burton &
Weiner, 2016; Finneran, 2018; Meister et al., 2017; Snyder, 2013). Snyder (2013)
conducted a study of women in leadership to determine what consequences existed for
women who behaved counter stereotypically and found two fascinating implications.
First, women may be evaluated poorly by others if they behave in discord with their
prescribed gender stereotypes; second, women may evaluate themselves poorly if they
believe job expectations are more in line with stereotypically male behaviors and
characteristics (Snyder, 2013). The results of this study have profound implications for
female assistant superintendents in that, not only are they subject to poor evaluations by
their peers, but they are also subject to poor internal evaluation based on prescribed
gender stereotypes and may subsequently hold themselves back from advancing their
careers.
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Social Identity Theory
Social identity theory initially proposed by Tajfel in 1978 asserts that individuals’
self-concepts are based on their membership in social groups, including gender (Leaper,
2011). While most other theories outlined in this section have focused on external factors
preventing women’s rise to leadership positions, social identity theory is all about a
woman’s self-concept and internal factors preventing her rise to leadership positions. As
previously discussed, women have been socialized to hone their relational and nurturance
skills, ultimately putting others before themselves and creating an element of secondary
importance and modesty internally (Eagly & Wood, 1999). Researchers Budworth and
Mann Sara (2010) assert that the gender composition at the top of various management
teams was skewed, and that although highly effective and capable as leaders, their
modesty has prevented them from reaching the top. They elaborate that women tend to
underrepresent their accomplishments, whereas men consistently promote themselves.
This phenomenon has deep roots in how women have been socialized, in that women
believe they will “experience more positive outcomes regarding their accomplishments
when they are seen by others as non-competitive” (Budworth & Mann Sara, 2010, p.
179), and therefore downplay their accomplishments to avoid being judged. This
modesty has had profound implications for women, who have been economically
penalized for their modesty, while men have been financially rewarded for modesty
(Budworth & Mann Sara, 2010).
Theoretical Framework: Self-Sabotaging Behaviors and Women’s Personal Power
The theoretical foundations give context for external barriers women have faced
over time preventing them from achieving leadership positions in all sectors (Arriaga et
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al., 2020; Clinton, 2012; Crothers et al., 2009; Derks et al., 2016b; Hauser, 2018;
Pasquerella & Clauss-Ehlers, 2017). While external barriers have played an important
role in women’s professional advancement opportunities, more detrimental to women’s
advancement are internal barriers, known as self-sabotaging behaviors (Victoria L.
Brescoll & Uhlmann, 2008; Castellucci, 2019; Crews, 2020; Pianta, 2020; Ryder, 2020;
Ryder & Briles, 2003). Some of these behaviors are conscious; some are unconscious.
However, all are detrimental and have been key in preventing women from reaching
leadership positions. These self-sabotaging behaviors have been placed in the following
categories, and will be discussed in detail in the theoretical framework section: thinking
too small, fear and worrying, misunderstanding oneself, dishonesty, holding back, lack of
self-reflection, isolating, disempowering other women, and infusing sex/gender role
confusion in the workplace (Lerner, 2012; Ryder & Briles, 2003). Table 10 shows the
conceptual framework, including a new approach for each self-sabotaging behavior
category, all of which are discussed in detail in sections below.
Table 10 – Women’s Self-Sabotaging Behaviors and Personal Power to
Overcome
Table 10. Wo men's Self-Sab otaging Behaviors and Pers onal P ower to Overco me

Self-Sabotaging Behaviors → Personal Power to Overcome
Thinking Too Small → Recognizing Women’s Unique Destiny
Fear & Worrying → Constructive Preparation
Misunderstanding Oneself → Owning All of Oneself
Dishonesty → Honest Self-Expression
Holding Back → Acting With Confidence
Lack of Self-reflection → Cultivating Self-Intimacy
Isolating → Building a Power Web
Disempowering Other Women → Empowering Other Women
Infusing Sex/Gender Role
→ Embracing One’s Sexuality
Confusion in the Workplace
Note: Adapted from The SeXX Factor: Breaking the Codes that Sabotage Personal and
Professional Lives (Ryder & Briles, 2003) and In Her Power: Reclaiming Your Authentic
Self (Lerner, 2012).
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From Thinking Too Small to Recognizing Women’s Unique Destiny
Thinking too small. Thinking too small can be observed in a variety of manners
in women’s behavior, including blaming others for why things aren’t going well,
minimizing personal value, not having the courage to step out of one’s comfort zone, not
being open to new experiences, and making perfection the standard in life (Crews, 2020;
Lerner, 2012; Montgomery, 2019; Pianta, 2020; Ryder & Briles, 2003; T. Thomas,
2020). One of the major sources of women’s deeply rooted need to think smaller than
capable comes from confidence issues (Hauser, 2018; Kay & Shipman, 2014; Lechter,
2014; Marcus, 2019). As researchers Kay and Shipman (2014) state, “compared with
men, women don’t consider themselves as ready for promotions, they predict they’ll do
worse on tests, and they generally underestimate their abilities. This disparity stems from
factors ranging from upbringing to biology” (p.5). When applying for jobs, women
tended to apply for jobs and promotions only when they met 100 percent of the
qualifications listed for the job, whereas men would apply if they thought they could
meet 60 percent of the qualifications (Kay & Shipman, 2014; Mohr, 2014). Furthermore,
studies have found that men initiate salary negotiations four times as often as women do,
and when they negotiate, women ask for 30 percent less money than men (Kay &
Shipman, 2014; Small et al., 2007).
Negotiation is a particularly difficult task for women (Kay & Shipman, 2014;
Small et al., 2007). In one research study, a series of experiments were set up to
determine behavioral differences between men and women with regards to negotiations
(Small et al., 2007). This study found fascinating implications for women about the way
negotiation is set up and which specific language is utilized by the manager to which the
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negotiation is being proposed (Small et al., 2007). It was discovered that women were
less intimidated when the manager used the word “ask” instead of “negotiate” upon cuing
negotiation possibilities and would therefore ask for more money if the manager
prompted that she could do so (Small et al., 2007). “Cuing to ask rather than to negotiate
enabled women to act in a manner contrary to the typical pattern. Thus, introducing a
new framing of the behavior was sufficient to eliminate the gender gap in the initiation of
negotiation” (Small et al., 2007, p. 608).
Perfectionism is another component of thinking too small that holds women back
from striving for leadership positions issues (Hauser, 2018; Kay & Shipman, 2014;
Lechter, 2014; Marcus, 2019), which has been linked directly to differences in male and
female brain structure and chemistry (Kay & Shipman, 2014). Studies using functional
magnetic resonance imaging (fMRI) scans have shown that women tend to activate their
amygdala more easily than men, and form more strong emotional memories of negative
events than men, causing women to ruminate over things that have gone wrong in the
past (Kay & Shipman, 2014). Another portion of the brain called the anterior cingulate
cortex is responsible for helping people recognize errors and weigh options and has been
found to be larger in women (Kay & Shipman, 2014). What this means is that women
are better equipped to scan the horizon for threats, and if the threats are too big and their
perfectionistic risk qualities outweigh any potential rewards, they will avoid striving for
bigger, better things (Kay & Shipman, 2014).
Recognizing women’s unique destiny. There are many biological, physiological
and socialization mechanisms at play causing women to think too small, but fortunately,
many women have worked diligently to surpass these factors and have succeeded in
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attaining high-level leadership positions despite the odds (Frankel, 2014; Hauser, 2018;
Helgesen & Goldsmith, 2018; Lechter, 2014; Lerner, 2012; Marcus, 2019; Ryder, 2020;
Urbaniak, 2020). As some researchers say, women have been conditioned to be “nice
girls,” which has inadvertently affected their upward mobility professionally (Frankel,
2014; Hauser, 2018; Helgesen & Goldsmith, 2018; Urbaniak, 2020). Author and
successful businesswoman Kasia Urbaniak (2020) felt so strongly about this nice-girl
conditioning holding women back that she founded an academy to coach women to be
strong, confident, and ask for what they are entitled to. Urbaniak accomplished this by
combining the power of desire, rage, legitimacy, self-celebration and asking, to help
women get over minute communication barriers women often experience when engaged
in uncomfortable but productive discourse (Urbaniak, 2020). She guides women through
how to negotiate with ease by teaching the importance of looking internally, the element
of powerful asks, combined with navigating resistance, and utilizing emotional
intelligence to gauge the manager during negotiation situations (Urbaniak, 2020). For her
methods to be effective, women must be willing to maximize their personal value, take
productive risks, and recognize the toxicity of perfectionism.
Maximizing personal value is crucial in combating the thinking too small ways
women often engage in (Budworth & Mann Sara, 2010; Frankel, 2014; Hauser, 2018;
Helgesen & Goldsmith, 2018). One of the first steps to maximizing personal value is
claiming personal and professional achievements (Helgesen & Goldsmith, 2018).
“Speaking up about what you contribute and detailing why you’re qualified does not
make you self-centered or self-serving. It sends a signal that you’re ready to rise”
(Helgesen & Goldsmith, 2018, p. 72). Women’s modesty has often cost them high-level
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promotions and leadership opportunities (Budworth & Mann Sara, 2010; Frankel, 2014).
As researchers Budworth and Mann Sara (2010) found, modesty has debilitating effects
on women’s careers. While men tend to be financially rewarded for holding modest
values, women tend to be economically penalized. Several researchers and successful
business leaders have given a variety of strategies to combat this, most of which include
owning one’s accomplishments and communicating successes in a way that doesn’t
appear boastful or arrogant (Budworth & Mann Sara, 2010; Frankel, 2014; Hauser, 2018;
Helgesen & Goldsmith, 2018; Ryder, 2016).
While women tend to underestimate and under communicate their
accomplishments and achievements, they have also chained themselves to an impossible
and toxic standard of perfectionism (Frankel, 2014; Helgesen & Goldsmith, 2018). There
are many downfalls to striving for perfection, including creating a stressful standard that
cannot be sustained over time, hyper focusing on details rather than looking at big-picture
orientation typically expected at high-level leader positions, and creating a negative
mindset that blocks a growth mindset (Helgesen & Goldsmith, 2018). Additionally,
Frankel (2014) notes that one method women tend to use when they strive for perfection
is to check and recheck everything, ultimately wasting valuable time that could be spent
on larger-scale tasks. She suggests that women strive for 80 percent perfection, noting
that “the difference between 80 percent and 100 percent won’t be noticed by most people
but will buy one more time to shift to other important tasks” (Frankel, 2014, p. 169).
Table 11 summarizes the characteristics within the thinking too small domain, along with
necessary shifts women need to take to recognize their unique destiny.
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Table 11 – Thinking Too Small & Necessary Shifts for Recognizing Women’s
Unique Destiny
Table 11. Thinkin g Too Small & Ne cessary Shifts for Re cog nizing Wo men's Uni que Destiny

Thinking Too Small Characteristic
Blaming others for why things
weren’t going well
Minimizing personal value
Not having the courage to
step out of comfort zone
Not being open to new experiences
Making perfection the life standard

Necessary Shift for Recognizing
Women’s Unique Destiny
Looking internally for how to
make things go well
Maximizing personal value
Taking productive risks and
stepping out of comfort zone
Embracing new experiences
Recognizing the toxicity of the
perfection standard and embracing
internal imperfection

From Fear and Worrying to Constructive Preparation
Fear and worrying. Fear and worrying manifests in a variety of forms as women
strive to attain leadership positions, including becoming anxious when thinking about
career changes, feeling out of control in unfamiliar situations, resisting change, fearing
looking stupid, feeling like an impostor on the job, mulling over mistakes, and fearing
rejection (Brands & Fernandez-Mateo, 2017b; Edwards, 2019; Hutchins et al., 2018; Kay
& Shipman, 2014; Mather et al., 2010; Slank, 2019). Anxiety and fear of looking stupid
or being rejected, as well as resisting change, are all courtesy of the differences in brain
structure in women (Kay & Shipman, 2014). As previously discussed, women tend to
form stronger memories of negative events due to their increased amygdala activity,
ultimately leading to anxiety and fear in a variety of forms (Kay & Shipman, 2014).
Additionally, women’s anterior cingulate cortices are larger than men’s, causing women
to worry more and scan threats on the horizon more frequently than men (Kay &
Shipman, 2014). Another main difference between men and women with regards to
cognition and behavior is hormones; women’s primary hormonal drive is estrogen, which
encourages bonding and connection while discouraging conflict and risk taking (Kay &
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Shipman, 2014). Researchers Mather et al. (2010) discovered that when women view
negative facial expressions, their amygdala showed greater functional connectivity,
ultimately indicating that stress affects males and females differently. This biobehavioral
difference could explain why women rejected previously are less likely to apply for
executive roles (Brands & Fernandez-Mateo, 2017b), ultimately impeding their ability to
rise to leadership positions.
Another major player in the fear and worrying category domain is the impostor
syndrome. Root causes for underlying behavioral differences in men and women
regarding fear and worrying have been discussed and ultimately contribute to the
impostor syndrome (Brands & Fernandez-Mateo, 2017a, 2017b; Kay & Shipman, 2014;
Mather et al., 2010). Impostor syndrome is rooted in anxiety, and women who suffer
from impostor syndrome “do not feel worthy of the praise they receive based on their
academic or professional accomplishments. Instead of acknowledging their
accomplishments as achievements that they deserved and earned, women with the
impostor syndrome perceive these achievements as overestimations of their gifts and
talents” (Edwards, 2019, p. 19). Hutchins et al. (2018) conclude that individuals who
suffer from impostor syndrome have persistent feelings of incompetence, and therefore
engage in maladaptive behaviors to compensate for their perceived weaknesses.
Impostor syndrome is a major impediment to women rising to leadership positions, and
as such, women need to engage in constructive preparation to ensure they overcome this
self-sabotaging behavior (Edwards, 2019; Hutchins et al., 2018; Slank, 2019).
Constructive preparation. Fear and worry are natural responses to unknown
situations and heightened in women courtesy of their overly responsive amygdala (Kay &
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Shipman, 2014). However, excessive rumination can stand in the way of making
progress as women rise to leadership positions, and Lerner (2012) suggests accepting
discomfort as part of the process and making fear an ally through one’s journey. In his
courageous experiment, Jia Jiang (2015) spent 100 days actively seeking rejection in a
variety of situations from borrowing money from strangers to requesting burger refills at
local fast-food restaurants. What Jiang found is that if he didn’t run after getting rejected,
he could turn a “no” into a yes” by explaining why his ideas and thoughts were feasible.
He also discovered that people who end up changing the world are often met with initial
and violent reactions. Still, they didn’t let rejection define them but instead embraced
rejection by allowing their post-rejection reaction define themselves (Jiang, 2015). He
also discovered through his research that he was allowing fear to run his life, and when
he started embracing fear and potential rejection, he was able to turn fear and rejections
into opportunities (Jiang, 2015).
Many other successful businesswomen have found this approach helpful (Frankel,
2014; Hauser, 2018; Ryder, 2020). As Dr. Patricia Clark White stated, “courage and
resilience are very much tied to self-confidence, which is built brick-by-brick through
training and experience” (Ryder, 2016, p. x), and some small ways to build courage and
resilience come in the form of presenting yourself in a manner that makes you feel
confident and courageous (Ryder, 2020). Slank (2019) discovered through her research
that women are not just afraid of failure and rejection; they are also afraid of success.
Author and highly successful businesswoman Fran Hauser (2018) had a mentor that
consistently encouraged her to toughen up and stop worrying about what other people
thought. Being too thin-skinned and allowing other people’s thoughts to creep in and
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hinder one’s advancement to high-level leadership positions is a surefire way to keep the
status quo alive (Frankel, 2014). Table 12 summarizes the characteristics within the fear
and worrying domain, along with necessary shifts women need to take to constructively
prepare.
Table 12 – Fear and Worrying & Necessary Shifts for Constructive Preparation
Table 12. Fear and Worrying & Neces sary Shifts for Con structive Preparation

Fear & Worrying Characteristic
Becoming anxious when thinking
about career changes
Feeling out of control in
unfamiliar situations
Resisting change
Fearing looking stupid
Feeling like an impostor on the job
Mulling over mistakes
Fearing rejection

Necessary Shift for
Constructive Preparation
Embracing career changes
Taking control in unfamiliar situations
Embracing change
Feeling the fear of looking stupid, but
moving forward anyway
Understanding impostor syndrome is
genderless and embracing the
unknown
Learning from mistakes and moving
on
Feeling the fear of rejection, but
moving forward anyway

From Misunderstanding Oneself to Owning All of Oneself
Misunderstanding oneself. Misunderstanding oneself is very common in
women striving to attain leadership positions. Characteristics of women who have
trouble misunderstanding oneself include not being able to accept compliments or praise,
being reluctant to seek out feedback for improvement, focusing on peoples’ criticisms,
being resistant to discuss accomplishments for fear of trumpeting ego, and not accepting
certain aspects of oneself in need of constructive personal development (Crews, 2020;
Lerner, 2012; Montgomery, 2019; Pianta, 2020; Ryder & Briles, 2003; T. Thomas,
2020). Much of the misunderstanding oneself domain comes directly from biological,
physiological, and socialization differences women have experienced over time (Burton

60

& Weiner, 2016; Kay & Shipman, 2014; Mather et al., 2010). Women have long since
been raised to be nurturers and caretakers (Burton & Weiner, 2016), and a large portion
of their responsibilities focus on complimenting and praising others, helping others
improve, helping other people work through criticisms they may be facing, not
acknowledging individual accomplishments and not focusing on oneself for personal
development (Burton & Weiner, 2016). Because this one-sided socialization caused
women to not focus on themselves, their identities became wrapped up in everyone
outside of themselves. Thus, as society and women’s rights progressed, they would have
a large misunderstanding of themselves and where they fit in (Burton & Weiner, 2016).
Women’s maternal instincts are highly biological and feed into the socialization
stereotype of women being nurturers and caretakers because of the high amounts of
estrogen in women’s brains, which is responsible for encouraging bonding and
connection (Kay & Shipman, 2014). Because of this intense bonding, women
automatically feel obligated for making their offspring their primary responsibility,
ultimately giving up a piece of themselves in the process (Kay & Shipman, 2014).
Fortunately, many women have made understanding and owning all of themselves a
priority while simultaneously and constructively attuning to their biological and
socialization tendencies (Frankel, 2014; Hauser, 2018; Lechter, 2014; Lerner, 2012;
Marcus, 2019; Urbaniak, 2020).
Owning all of oneself. While neurobiological and socialization differences
between men and women are high contributors to misunderstanding oneself (Kay &
Shipman, 2014), there are many things women have done to overcome these hardwired
systems and structures and begin owning all of themselves to achieve high-level
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leadership positions (Frankel, 2014; Hauser, 2018; Lerner, 2012; Marcus, 2019; Ryder,
2020). Lerner (2012) found that staying true to oneself, reinventing oneself
courageously, learning the power of honesty, accepting the kindness of others, finding
one’s passion, and creating a large vision for oneself, are steps that will help women own
all of themselves and aid in career advancement. Hauser (2018) and Frankel (2014)
stress the importance of taking credit for one’s accomplishments. Frankel (2014)
suggests utilizing hardwired strengths of caretaking and nurturing and applying them in
the workplace as an emotionally intelligent consultant. Women tend to be great at
listening and providing advice; owning that aspect and adding it to resumes can be highly
important when striving to achieve high-level leadership positions (Frankel, 2014).
Another highly successful author and business woman Bonnie Marcus (2019)
suggests utilizing periodic status reports as a way of owning and expressing one’s
professional accomplishments. She says, “take credit for your accomplishments. Don’t
minimize success” (Marcus, 2019, p. 69) and when someone offers a compliment or
praise, accept it with dignity and don’t negate the terms of the compliment or praise.
Additionally, Ryder (2020) suggests that women actively seek out feedback for
improvement, then take constructive criticism and use it as a source for positive change.
Oftentimes when women receive constructive criticism, they worry and ruminate over it
excessively, however deleting the negative self-talk wrapped up in this excessive worry
and rumination is crucial for climbing the leadership ladder (Ryder, 2020). Table 13
summarizes the characteristics within the misunderstanding oneself domain, along with
necessary shifts women need to take to own all of oneself.
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Table 13 – Misunderstanding Oneself & Necessary Shifts for Owning All of
Oneself
Table 13. Misu nderstan ding Oneself & Ne cessary Shifts for Ow ning All of Onesel f

Misunderstanding Oneself
Characteristic
Not accepting compliments or praise
Being reluctant to seek out
feedback for improvement
Focusing on peoples’ criticisms
Being resistant to discuss one’s
accomplishments for fear
of trumpeting ego
Not accepting certain aspects
of oneself in need of constructive
personal development

Necessary Shift for
Owning All of Oneself
Accepting compliments and
praise with dignity
Actively seeking out
feedback for improvement
Taking peoples’ criticism and
utilizing it as a source for positive
change
Embracing one’s accomplishments
and owning them with confidence
Utilizing aspects of oneself as a
catalyst for constructive personal
development

From Dishonesty to Honest Self-Expression
Dishonesty. Dishonesty plagues women rising to leadership positions, and can be
identified by a variety of characteristics, including saying “yes” to things despite not
wanting to, taking sides beyond wanting to stay neutral, remaining silent in a situation
where it would have been better to speak up, and being nice to avoid confrontation
(Crews, 2020; Lerner, 2012; Montgomery, 2019; Pianta, 2020; Ryder & Briles, 2003; T.
Thomas, 2020). Women are natural nurturers and caretakers (Lerner, 2012), and often
take on more responsibilities than they can, leading to what authors Helgesen and
Goldsmith (2018) refer to as a “disease to please.” Disease to please refers to women
consistently taking on tasks that monopolize their time to appear as team players with
equitable hard work practices to their male counterparts (Ryder & Briles, 2003). Other
highly successful women attest to this practice and often feel the need to be nice to avoid
confrontation and remain silent in situations where it would have been better to speak up
(Crews, 2020; Hauser, 2018; Pianta, 2020; T. Thomas, 2020).
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A major root cause of dishonesty stems from the neurobiological and hormonal
characteristics embedded within women’s brains (Kay & Shipman, 2014). Researchers
and successful businesswomen Kay and Shipman (2014) noted that women’s hormonal
driver is estrogen, responsible for bonding and connection, while discouraging conflict
and risk-taking. A major component of the dishonesty domain lies in women saying and
doing things to avoid conflict. Researchers Mather et al. (2010) conducted a study to
discern differences in men and women’s brains while viewing angry faces. This study
showed that women displayed greater connectivity between the amygdala and other brain
regions while viewing angry faces, an indicator that women are highly stressed when
interacting with individuals who may be confrontational (Mather et al., 2010). Because a
woman’s biological tendency has been to avoid confrontation, this causes a tremendous
amount of internal dishonesty and disruption when attempting to rise to leadership
positions (Kay & Shipman, 2014; Mather et al., 2010).
Honest self-expression. Because of women’s biological, physiological, and
socialized programming (Kay & Shipman, 2014), honest self-expression can be a
particularly challenging domain to defeat. However, many successful businesswomen
have conquered this domain and expressed themselves honestly and fearlessly and have
risen to high-level leadership positions as a result (Frankel, 2014; Hauser, 2018; Lerner,
2012; Marcus, 2019; Ryder, 2020; Urbaniak, 2020). Urbaniak (2020) argues that the
characteristics within the dishonesty domain are largely because of what she calls “nicegirl conditioning.” Lerner (2012) suggests that there are several ways to overcome
dishonesty and “nice-girl conditioning,” including expressing oneself truthfully, saying
“yes” only when wanting to, saying what one truly thinks and feels, speaking up in
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situations warranting a strong voice and opinion, and authentically giving. Frankel
(2014) suggests that the difference between a nice girl and a winning woman is that a
winning woman acts in ways that “ensure her goals are met by knowing what she wants,
having clarity about where she’s headed, and achieving both through high likability and
emotional intelligence” (p. 70).
Frankel (2014) continues in describing a winning woman as someone who
evaluates the past while envisioning the future, builds relationships that work for oneself,
manages expectations, crafts meaningful messages, prepares for pushback, uses and
shares one’s connections, and lives one’s values. She continues, “winning women look at
resistance as a necessary part of building relationships” (Frankel, 2014, p. 70), and with
that, embracing confrontation as a natural part of self-development, then utilizing
confrontational situations as a catalyst for personal change is crucial for women rising to
high-level leadership positions. Table 14 summarizes the characteristics within the
dishonesty domain, along with necessary shifts women need to take to exhibit honest
self-expression.
Table 14 – Dishonesty & Necessary Shifts for Honest Self-Expression
Table 14. Dish onesty & Ne cess ary Shifts for H onest Self-Expression

Necessary Shift for
Honest Self-Expression

Dishonesty Characteristic
Saying “yes” to things
despite not wanting to
Taking sides despite
wanting to stay neutral
Remaining silent in a situation where
it would’ve been better to speak up
Being nice to avoid confrontation
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Saying “yes” only when wanting to
Avoiding taking sides when
wanting to stay neutral
Speaking up in situations
warranting a strong voice and opinion
Embracing confrontation as a natural
part of self-development, and utilizing
confrontational situations as a catalyst
for personal change

From Holding Back to Acting with Confidence
Holding back. When rising to leadership positions, many women hold back as
evidenced by the following behaviors: not reaching out for help when needed, avoiding
criticism, making inflections instead of bold statements, apologizing unnecessarily,
making internal put-downs, sitting in the back of the room for meetings and conferences,
preferring not to speak up during meetings or discussions, and not volunteering the
correct answer or response for fear of other people’s impressions (Crews, 2020; Lerner,
2012; Montgomery, 2019; Pianta, 2020; Ryder & Briles, 2003; T. Thomas, 2020).
Women tend to hold back for a variety of reasons, one of which is the fear of appearing
incompetent (Hauser, 2018; Helgesen & Goldsmith, 2018; Lerner, 2012; T. Thomas,
2020). Another perception women fear is being seen as a “know-it-all” or saying and
doing things that are viewed as aggressive, overly confident, or too mannish (Burton &
Weiner, 2016; Change, 2019; Pasquerella & Clauss-Ehlers, 2017; Pianta, 2020; Snyder,
2013).
Many of the characteristics within the holding back category can be attributed to
the biological and physiological chemistry and structures of women’s brains (Kay &
Shipman, 2014). According to Kay and Shipman (2014), women’s brains are dominated
by the hormone estrogen, which is responsible for discouraging risk-taking. Holding
back is a direct form of avoiding risk-taking, and one that is deeply rooted in women’s
brain chemistry. Additionally, women tend to activate their amygdala more easily in
response to negative stimuli, causing them to form strong memories of adverse events,
and ruminate over what has gone wrong in the past (Kay & Shipman, 2014). These
strong negative memories in conjunction with the ruminating and worrying over past
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events leads to avoiding criticism and making internal put-downs (Kay & Shipman,
2014). Fortunately, many successful women have taken control over their amygdala and
powered through utilizing a variety of techniques to overcome the overwhelming pull of
holding back (Hauser, 2018; Helgesen & Goldsmith, 2018; Lerner, 2012; Ryder, 2020).
Acting with confidence. Lerner (2012) suggests that there are many ways to
overcome the characteristics within the holding back domain, including asserting oneself
and taking action, reaching out for help when needed, embracing criticism as a catalyst
for personal change, making bold statements with confidence, utilizing positive self-talk
to boost confidence, and embracing one’s intelligence. Ryder (2020) suggests to actively
participate during meetings and discussions, sit in the front in meetings and conferences.
Another crippling characteristic of women is their incessant need to apologize (Frankel,
2014; Hauser, 2018). Fortunately, this is something women can control to avoid over
apologizing and eroding one’s self-confidence. Frankel (2014) suggests that women start
to count the number of times they apologize unnecessarily, then make an effort to
consciously reduce low-level apologies and save apologies for bigger mistakes. She
continues, saying that when a mistake is made that is worth apologizing for, only
apologize once then move into a problem-solving mode to fix the mistake (Frankel, 2014)
Hauser (2018) suggests that women apologizing profusely is because they want to
avoid coming across as aggressive or confrontational. She discovered that a study was
done and found that women tend to apologize more than men which makes women look
like pushovers (Hauser, 2018). However, Hauser (2018) also states that there are many
ways to act with confidence to help in rising to leadership positions, including speaking
up assertively and nicely, making decisions firmly and collaboratively, negotiating with
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strategy and empathy, investing in oneself and being a team-player, and setting
boundaries while also being caring. Table 15 summarizes the characteristics within the
holding back domain, along with necessary shifts women need to take to act with
confidence.
Table 15 – Holding Back & Necessary Shifts for Acting with Confidence
Table 15. Holdi ng Back & Neces sary Shifts for Acting With C on fidence

Holding Back Characteristic
Not reaching out for help when needed
Avoiding criticism
Making inflections
instead of bold statements
Apologizing unnecessarily
Making internal put-downs
Sitting in the back of the room for
meetings and conferences
Preferring not to speak up during
meetings or discussions
Not volunteering the correct answer
or response for fear of other
people’s impressions

Necessary Shift for
Acting with Confidence
Reaching out for help when needed
Embracing criticism as a catalyst for
personal change
Making bold statements
with confidence
Apologizing only when necessary
Utilizing positive self-talk
to boost confidence
Sitting in the front in
meetings and conferences
Actively participating
during meetings or discussions
Volunteering the correct answer and
embracing one’s intelligence

From Lack of Self-Reflection to Cultivating Self-Intimacy
Lack of self-reflection. Women tend to be more reflective than men in general,
but sometimes have difficulty slowing down to reflect on a deep and meaningful level.
This behavior can be observed by keeping busy to avoid being alone, not allowing time to
mourn losses or cry, not taking vacations when possible or available, not allowing “down
time” to recuperate, hating “being wrong,” and holding grudges against people (Crews,
2020; Lerner, 2012; Montgomery, 2019; Pianta, 2020; Ryder & Briles, 2003; T. Thomas,
2020). Women tend to avoid internal reflection for a variety of reasons, but Lerner
(2012) asserts that women tend to present a false façade of themselves to the world,
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which subconsciously discourages them from engaging in practices that lead to selfreflection, knowledge, and acceptance. Contributing to this false façade is the underlying
need women have to constantly work, often times harder than men, so they can prove
themselves professionally (Ryder & Briles, 2003). Overworking in this sense can
contribute to internal confusion between competence and overworking to prove oneself
(Ryder & Briles, 2003).
Another aspect of women’s lack of ability to self-reflect genuinely and deeply is
courtesy of their neurobiology (Kay & Shipman, 2014). Even though women’s
amygdalae are more active and their anterior cingulate cortex is bigger than men’s,
leading to increased worry, rumination, and scanning horizons for threats, the surfacelevel worry and rumination associated with these neurobiological systems does not lend
itself to true internal self-reflection (Kay & Shipman, 2014). Women are biologically
and hormonally programmed to be nurturers and caretakers because of their increased
levels of estrogen. Still, even this prevents women from taking time to self-reflect
because they are constantly worrying about people other than themselves (Kay &
Shipman, 2014). Additionally, some women have pressing, immediate needs to focus on
others if they are parents or caretakers of individuals who can’t care for themselves.
Lerner (2012), Ryder and Briles (2003) assert that women who have the opportunity to
reflect on a deep and genuine level don’t and keep busy to avoid being alone, don’t take
vacations or “down time” to rest and recuperate.
Cultivating self-intimacy. There are a variety of components and characteristics
holding women back from practicing genuine self-reflection, however, many successful
businesswomen have described this as a necessary part of rising to leadership positions
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(Frankel, 2014; Hauser, 2018; Lerner, 2012; Marcus, 2019). Lerner (2012) gives a
variety of suggestions for cultivating self-intimacy, including embracing alone time,
accepting unlikable parts of oneself and taking steps to understand and transform them,
permitting oneself to mourn losses and cry, appreciating needs and desires of others while
balancing them with one’s own needs and desires, utilizing “being wrong” as a means to
learn about oneself and constructively change, realizing one’s own strengths and
weaknesses, being flexible and compromising, taking responsibility for oneself, and
letting go of past wrongs to make room for new personal growth. Hauser (2018) created
a four-square model for setting boundaries as a means of cultivating self-intimacy and
ensuring there was balance between all competing aspects of her life, including herself,
her family, her career, and the world.
To ensure time for cultivating self-intimacy, Hauser encouraged women to get
clear on their goals, create filters to avoid unnecessary tasks taking up time and energy,
set fences around their schedules, and take time to take an “airplane view” of upcoming
tasks, then eliminating those that are unnecessary or that can be delegated to someone
else (Hauser, 2018). Frankel (2014) gives many strategies to avoid holding grudges
including not letting slights fester, having a detailed strategy for meetings that are
designed to clear the air, then facilitating a discussion with affective language with the
goal of moving forward productively. Preparing for a discussion like this requires ample
self-reflection to ensure one is entering the discussion with all pertinent information and a
plan to let go of past wrongs and make room for new personal growth (Frankel, 2014).
Table 16 summarizes the characteristics within the lack of self-reflection domain, along
with necessary shifts women need to take to cultivate self-intimacy.
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Table 16 – Lack of Self-Reflection & Necessary Shifts for Cultivating SelfIntimacy
Table 16. Lack of Sel f-Refle ction & Neces sary Shifts for Cultivating Self-Intima cy

Lack of Self-Reflection
Characteristic
Keeping busy to avoid being alone
Not allowing time to
mourn losses or cry
Not taking vacations when
possible or available
Not allowing “down time” to
recuperate
Hating “being wrong”
Holding grudges against people

Necessary Shift for
Cultivating Self-Intimacy
Embracing alone time
Giving oneself plenty of time
to mourn losses and cry
Taking vacations and
breaks whenever possible
Incorporating “down time” as a
consistent part of one’s routine
Utilizing “being wrong” as a
means to learn about oneself and
constructively change
Letting go of past wrongs to make
room for new personal growth

From Isolating to Building a Power Web
Isolating. Because of the myriad external barriers women have faced over time,
they tend to isolate themselves for fear of the implications that result from external
barriers. This isolation can be seen in a variety of actions and behaviors, including being
afraid to reach out to new people, unaware of needed career supports to aid in
advancement, feeling guilty for taking up too much of people’s time, relying exclusively
on female mentors, and relying only on networking upstream (Crews, 2020; Lerner,
2012; Montgomery, 2019; Pianta, 2020; Ryder & Briles, 2003; T. Thomas, 2020). Fear
is at the driver’s seat when it comes to the isolating self-sabotaging domain, courtesy of
women’s overactive amygdalae (Kay & Shipman, 2014; Mather et al., 2010). In addition
to the neurobiological contribution women experience that subconsciously force them to
isolate, there are various other circumstances causing women to isolate as well, including
networking fears and relying exclusively on female mentors (R. Thomas et al., 2020).
Researchers R. Thomas et al. (2020) found that, especially in light of the COVID-19
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pandemic, women are more likely to mentor, sponsor, and network with other women.
While this is noble for women to want to network exclusively with one another, this
significantly decreases career opportunities that may be available if networking wasn’t
limited by gender (Crews, 2020; Olson, 2019; Pianta, 2020; Zalis, 2019).
That said, men and women alike have become increasingly wary of networking
with one another given the backlash of the #MeToo movement (Crews, 2020; Gebhardt,
2019; Johnson & Smith, 2018; McGregor, 2019; Montgomery, 2019). According to
Gebhardt (2019), 60 percent of male managers in the United States say they are
“uncomfortable engaging in common workplace interactions with women, including
mentoring, socializing, and having one-on-one meetings” (p. 2). Additionally, women
have reported feeling unsafe at work because of these types of interactions with their
male colleagues and supervisors (Gebhardt, 2019). With these statistics looming, it’s no
wonder women are choosing to isolate themselves, and doing so causes them to lose
tremendous opportunities to learn more about what supports are needed to aid in career
advancement (Crews, 2020; McGregor, 2019; Montgomery, 2019; Pianta, 2020; Ryder &
Briles, 2003).
Building a power web. No one can reach the top without the help of others,
especially women. There are many necessary shifts that women can make to build a
power web that helps women reach the high-level leadership positions they desire. Some
of these shifts include reaching out to new people, actively seeking supports to aid in
career advancement, not allowing internal feelings of guilt prevent necessary time for
professional development opportunities, seeking out male and female mentors, and
embracing horizontal and vertical networking opportunities (Frankel, 2014; Hauser,
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2018; Lerner, 2012; Marcus, 2019; Ryder, 2020). Lerner (2012) suggests that reaching
out for needed support, taking steps to overcome intimidation with work-related contacts
and strengthening relationships within your network are good starting points. Lerner also
discusses specific ways to overcome intimidation felt when building a power web,
including utilizing positive internal self-talk expressing that as a woman, you matter, if
you hear “no,” it just means “not yet,” and intuition is a powerful guiding force to be
tapped into for constructive action (Lerner, 2012).
Frankel (2014) gives a variety of suggestions for increasing visibility to help build
a power web, including volunteering to chair department meetings, submitting proposals
to make presentations in areas of expertise, writing for local newspapers or professional
journals, seizing opportunities to speak to senior management, and voicing ideas in
meetings to make yourself well-known. Marcus (2019) elaborates on this idea, stating,
“your keen observations of the workplace will help you to find allies and champions,
align yourself with those who have power and influence, and understand the culture” (p.
76). In Ryder’s book, she interviewed a 20-year-old sheet metal union worker who
Table 17 – Isolating & Necessary Shifts for Building a Power Web
Table 17. Isol ating & Neces sary Shifts for Buildin g a Power We b

Isolating Characteristic
Being afraid to reach out to new people
Being unaware of needed career
supports to aid in advancement
Feeling guilty for taking
up too much of people’s time
Relying exclusively on female mentors
Relying only on networking upstream
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Necessary Shift for
Building a Power Web
Reaching out to new people with
confident vulnerability
Actively seeking supports to
aid in career advancement
Not allowing internal feelings
of guilt to prevent taking necessary
time for professional advancement
opportunities
Seeking out male and female mentors
Embracing horizontal and vertical
networking opportunities as a means
of professional growth

discussed that networking with both men and women is crucial for garnering support
(Ryder, 2020). She continued saying that if women only network with other women, it
helps get the word out and shows other women it’s okay to be in a male-dominated field
(Ryder, 2020). Table 17 summarizes the characteristics within the isolating domain,
along with necessary shifts women need to take to build a power web.
From Disempowering Other Women to Empowering Other Women
Disempowering other women. As discussed in various external barriers
sections, women have been known to disempower other women as they rise to leadership
positions. This phenomenon is evidenced by women feeling too busy to help other
women, not wanting to help other women given previous personal hard work and barriers
faced, feeling jealous of other women who have “made it,” talking behind women’s
backs, and holding women to a higher standard at work than men (Crews, 2020; Lerner,
2012; Montgomery, 2019; Pianta, 2020; Ryder & Briles, 2003; T. Thomas, 2020).
Another term used to describe women who disempower other women is queen bees
(Brock, 2008; Dellasega, 2005; Ellemers et al., 2012; Harvey, 2018; Pasquerella &
Clauss-Ehlers, 2017). There are many covert forms of disempowering other women, and
according to Harvey (2018) approximately 70 percent of women in her study had been
the victim of covert undermining by a female boss. Harvey asserts that this covert
undermining and disempowering may result from insecurity on the female boss’s part.
Ryder and Briles (2003) agree with this assertation, conveying that women who feel
threatened by other women’s success will engage in rumor-spreading gossiping, and
other forms of indirect aggression.
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Additionally, researchers Faniko et al. (2017) and Ellemers et al. (2012) assert
that when women reach the top of their respective organizations, they tend to display a
lack of support for junior women. Senior female leaders do this by distancing themselves
from junior women and supporting policies that go directly against gender equality
(Faniko et al., 2017). However, some senior leaders use a woman’s biobehavioral
response to stress in the form of “tend-and-befriend” (Taylor et al., 2000) to create a false
relationship with their junior counterparts in the form of mentorship, sponsorship and
collaboration, then utilize this platform to manipulate covertly and sabotage their mentee
(Harvey, 2018; Ryder & Briles, 2003).
Empowering other women. While many women disempower other women
professionally, there are equal numbers of women who help and empower women to
reach their professional goals (Frankel, 2014; Hauser, 2018; Lerner, 2012; Marcus, 2019;
Ryder, 2020). Zalis (2019) noted that women trying to rise to leadership positions face
barriers that make rising harder to overcome and suggests that women who support other
women are far more successful because there is power in the pack. The strengths of
collective women help women advance more quickly than without each other’s support.
She suggests cultivating close relationships with females professionally by taking the
“work” out of networking by meeting in enjoyable environments, prioritizing
relationship-building, understanding the connection-building is a continued, sustained
efforts in need of constant care and nurture, amplifying other women, and finding and
tapping into one’s tribe (Zalis, 2019). Ryder (2020) agrees with this approach, stating
that making face-to-face networking with men and women alike is a game-changer for
women rising to leadership positions.
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Some women have made a full-blown career out of empowering other women by
writing books with tips to help women succeed (Frankel, 2014; Hauser, 2018; Lerner,
2012; Marcus, 2019; Ryder, 2020). For example, in her book, Dr. Lois Frankel discusses
133 unconscious mistakes that women make that sabotage their careers (Frankel, 2014).
She specifically cites one mistake women make is “ragging on other women” (p. 77).
Frankel gives the following tips for combating this unconscious mistake: rave about other
women instead of ragging on other women, recommend other women for promotions or
high-profile assignments, start an internal professional women’s group, and disengage
from conversations where women are gossiping or ragging on other women (Frankel,
2014). Table 18 summarizes the characteristics within the disempowering other women
domain, along with necessary shifts women need to empower other women.
Table 18 – Disempowering Other Women & Necessary Shifts for Empowering
Other Women
Table 18. Dise mpowering Other Wo men & Nece ssary Shifts for Empowering Ot her Wo men

Disempowering Other
Women Characteristic
Feeling too busy to help other women
Not wanting to help other
women given previous personal
hard work and barriers
Feeling jealous of other
women who have “made it”
Talking behind women’s backs
Holding women to a higher
standard at work than men

Necessary Shift for
Empowering Other Women
Taking time to help other women
Helping other women for the greater
good of women’s equity
Celebrating women who have “made
it” and following in their footsteps
Not talking behind women’s
backs and addressing issues head
on in a respectable manner
Holding women to an
equal standard as men at work

From Infusing Sex/Gender Role Confusion in the Workplace to Embracing One’s
Sexuality
Infusing sex/gender role confusion in the workplace. There are many
behaviors and actions women have taken part in impeding their professional
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advancement opportunities. Some of these behaviors include dressing sexy at work,
squashing natural feminine qualities, exhibiting male-like qualities that aren’t inherent or
natural, exhibiting “girl-like” behaviors such as hair-twirling, baby-talk or uptalk, flirting
at work and conforming to societal gender expectations, such as cleaning up, taking
notes, or arranging food (Crews, 2020; Lerner, 2012; Montgomery, 2019; Pianta, 2020;
Ryder & Briles, 2003; T. Thomas, 2020). Cooper (2010) asserts that when it comes to
leadership, men and women are often evaluated on different aspects of their leadership.
For example, things like body language, tone, and physical appearance matter more for
women professionally than they do for men (Cooper, 2010; Marcus, 2011; Meister et al.,
2017; NPR, 2015; Saint-Michel, 2019).
Marcus (2011) believes that eliminating the word “just” from professional
communication will help women be seen as equals to men in the workplace. The
researcher encourages women to replace weak words such as “I think,” “I believe,” and
“I feel” with stronger words such as “I’m confident,” “I’m convinced,” and “I expect.”
Researchers Meister et al. (2017) discuss the concept of internal identity asymmetry, in
which women ascribe characteristics and attributes to themselves that aren’t natural, but
do so because they believe they will be judged more favorably for exhibiting masculine
qualities. “Men are expected to display agentic characteristics, such as assertiveness,
striving for achievement, and competitiveness. In contrast, women are expected to
display communal characteristics, including nurture, benevolence, and personal caring for
the individualized concern of others” (Saint-Michel, 2019, p. 944). Women displaying
more masculine qualities are often met with backlash for their attempts at behaving like
the stereotypical male leader (Cooper, 2010; Meister et al., 2017; Saint-Michel, 2019).
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Embracing one’s sexuality. Confusion exists for women about how they should
talk and act given their biological and socialization tendencies (Kay & Shipman, 2014).
However, for women to successfully secure high-level leadership positions, they need to
embrace their sexuality (Frankel, 2014; Hauser, 2018; Lerner, 2012; Marcus, 2019;
Ryder, 2020). Frankel (2014) offers many examples of how women unconsciously infuse
sex/gender role confusion in the workplace. Some of these examples include using
minimizing words, exhibiting “girl-like” behavior and language, smiling inappropriately,
wearing inappropriate attire, and conforming to societal gender expectations by taking
notes, getting coffee, and making copies. The researcher also suggests several strategies
to combat these subconscious characteristics, including objectively describing
achievements without using qualifiers and other minimizing words (Frankel, 2014, p.
230); dressing in a way that other successful women in senior positions dress as a guide
(Frankel, 2014, p. 280); and talking to the boss and suggesting gender-typical tasks be
rotated or introducing a new custom of having the newest person on the team perform
tasks such as taking notes, getting coffee, and making copies (Frankel, 2014, p. 306).
Ryder and Briles (2003) discuss several ways women can embrace one’s sexuality
in the workplace, including being mindful of physical proximity and going out in public
with groups to avoid confusion about the nature of the relationship, avoiding flirting with
male colleagues at work, exhibiting mature, professional behaviors in the workplace, and
keeping physical interactions and gestures at a minimum. Ryder (2020) says it best when
she says, “overly sexy or flirtatious behavior can be hazardous to one’s career” (p. 166).
Table 19 summarizes the characteristics within the infusing sex/gender role confusion in
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the workplace domain, along with necessary shifts women need to take to embrace one’s
sexuality.
Table 19 – Infusing Sex/Gender Role Confusion in the Workplace & Necessary
Shifts for Embracing One’s Sexuality
Table 19. In fusin g Sex/Gender Role Con fusio n in the Workpla ce & Neces sary Shifts for Embra cing One's Sexuality

Infusing Sex/Gender Role Confusion
in the Workplace Characteristic
Dressing sexy at work
Squashing natural feminine qualities
Exhibiting male-like qualities that
weren’t inherent or natural
Exhibiting “girl-like” behaviors such
as hair twirling, baby-talk or uptalk
Flirting at work
Conforming to societal gender
expectations, such as cleaning up,
taking notes, or arranging food

Necessary Shift for
Embracing One’s Sexuality
Dressing professionally at work
Embracing natural femininity
Embracing inherent and natural
qualities, even if they aren’t male-like
Exhibiting mature, professional
behaviors, facial expressions, and
tones in the workplace
Maintaining professional
relationships at work
Allowing others to be responsible for
stereotypically female expectations

Gaps in Research
A wealth of research has been done on various populations regarding women and
self-sabotaging behaviors, including female school superintendents, female law
enforcement leaders, female state trial court judges, and female county government
executives. This study has been conducted to contribute to the growing body of literature
about self-sabotaging behaviors with regards to female assistant superintendents, for
which very little research has been conducted relative to self-sabotaging behaviors.
Synthesis Matrix
A synthesis matrix is provided highlighting how the academic and professional
literature match the variables of this study (see Appendix A).
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Summary
Chapter II provided a thorough review of the literature as applicable to internal
and external barriers female assistant superintendents may have faced over time. The
chapter began with a brief overview of the history of women in the workforce, the history
of women in education and educational leadership. Next, external barriers women have
faced over time were reviewed, including gender discrimination and stereotyping,
“Queen Bee” phenomenon, glass ceilings, glass cliffs, snow-woman effect, biological,
physiological and socialization differences in early childhood, conflict of job
requirements and family commitments, the #MeToo movement, and the COVID-19
pandemic. Theoretical foundations that ground the study were analyzed next, including
backlash effect theory, expectancy value theory, gender role theory, prototype theory,
role congruity theory, and social identity theory.
The detailed theoretical framework upon which this study was conducted was
reviewed from a literature perspective, including thinking too small, fear and worrying,
misunderstanding oneself, dishonesty, holding back, lack of self-reflection, isolating,
disempowering other women, and infusing sex/gender roles into the workplace.
Explained within each of the framework’s self-sabotaging domains were solutions to
overcoming these barriers, including recognizing women’s unique destiny, constructive
preparation, owning all of oneself, honest self-expression, acting with confidence,
cultivating self-intimacy, building a power web, empowering other women, and
embracing one’s sexuality. The chapter concludes with gaps in research and a
description of the synthesis matrix used to ensure all sources were utilized appropriately,
as shown in Appendix A.
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CHAPTER III: METHODOLOGY
Overview
One of the first steps to personal and professional growth is identifying and
understanding various barriers individuals may be experiencing preventing them from
reaching their goals. While external barriers are out of individuals’ control, internal
barriers can often be overcome. The combination of the work of Ryder and Briles (2003)
and Lerner (2012) created a powerful framework identifying nine overarching domains of
self-sabotage, combined with personal power strategies to overcome each barrier.
Chapter III outlines the methodology used in this study to identify female assistant
superintendents engaging in self-sabotaging behaviors, and strategies used to overcome
these behaviors. The chapter begins with the purpose statement and research questions,
followed by both qualitative and quantitative research design. Population, sampling
frame, and sample are described next. Then an in-depth description of instrumentation is
described, including quantitative and qualitative instrumentation, the researcher as an
instrument, and quantitative and qualitative field testing. Following instrumentation is a
discussion of validity, reliability, and data collection methodology. The chapter
concludes with data analysis, ethical considerations, and limitations of the study.
Purpose Statement
The purpose of this explanatory mixed-method study was to identify and describe
self-sabotaging behaviors experienced by female assistant superintendents and to explore
the impact these behaviors had on their career development. A secondary purpose of this
study was to identify the strategies employed by female assistant superintendents to
overcome self-sabotaging behaviors.
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Research Questions
1. What self-sabotaging behaviors have female assistant superintendents
experienced throughout their leadership careers?
2. What impact did self-sabotaging behaviors have on the leadership careers of
female assistant superintendents?
3. What strategies did female assistant superintendents use throughout their
leadership careers to overcome self-sabotaging behaviors?
Research Design
The type of research design chosen for this study was explanatory mixed-methods
design. Advantages for this type of study included the ability to collect more
comprehensive data than other designs, allowing for the study of both the process and
outcomes, and compensating for limitations by using a single method, and enhanced
credibility of findings from a single method (McMillan & Schumacher, 2010).
Additionally, a mixed-method design allowed for investigation of different types of
research questions that can be more complex. This study had three separate research
questions to be analyzed in terms of self-sabotaging behaviors female assistant
superintendents experienced throughout their careers and their subsequent impact, as well
as strategies used to overcome them. Utilizing a mixed-method design allowed the
researcher to gain a comprehensive idea of the nature of self-sabotage and its impacts for
female assistant superintendents in a credible fashion. The design was a sequential
explanatory mixed-methods design in which quantitative data was first collected,
followed by qualitative data that elaborated on quantitative data findings (McMillan &
Schumacher, 2010). Figure 3 shows the process used for conducting this study:
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Figure 3 – Thematic Mixed-Method Study Design
Step 1:

Identify Data
Collection
Strategies

Step 2:

Collect
Quantitative
Data

Step 3:

Collect
Qualitative
Data

Step 4:

Analyze
Data

Step 5:
Write
Report

Figure 3. Themati c Mixed-Metho d Study Design

Note: Adapted from Research in Education: Evidence-Based Inquiry (7th ed.), by J. H.
McMillan and S. Schumacher, p. 404. Upper Saddle River, NJ: Pearson.
Quantitative Research Design
A nonexperimental, descriptive research design was utilized for the quantitative
aspect of this study. The first phase of the study was an online survey designed to
determine female assistant superintendents’ self-sabotaging behaviors that impacted their
career development. The survey was created using the online Google Forms system that
included 51 specific questions about self-sabotaging behaviors female assistant
superintendents in California engaged in that prevented them from reaching their
professional goals. Each of these questions was answered on a Likert scale with sixcategory continuum ranging from strongly agree (1), agree (2), slightly agree (3), slightly
disagree (4), disagree (5), and strongly disagree (6) (see Appendix F). This scale was
developed to ensure participants would have to answer in accordance with agreeing or
disagreeing to each statement, to avoid the option of participants to select neutral
(McMillan & Schumacher, 2010). This would give the researcher the most descriptive
quantitative data that could then be analyzed in terms of mean, mode, and frequency
analysis. Of the 51 questions, 50 were distributed among the nine self-sabotaging
categories identified by Ryder and Briles (2003) in terms of behaviors each participant
engaged in. The final question was about the impact these behaviors had on their career
development.
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Qualitative Research Design
Following the quantitative data collecting, the next phase of qualitative data
collection began and allowed participants to elaborate on the responses in their
quantitative survey. This type of data collection is an example of embedded design
wherein the qualitative data set provides a supportive, secondary role to the quantitative
data set (Creswell & Plano Clark, 2011). The qualitative survey consisted of 13 openended questions, beginning with an introduction and brief background of the participant
in terms of how they got to their current role. This introduction was then followed by
each of the nine self-sabotaging behaviors and subsequent career impacts and concluded
with three additional open-ended questions about the importance of overcoming these
barriers and any other related thoughts they wanted to share (see Appendix E). Questions
were included in an interview guide developed with a phenomenological approach so
participants could explain their experiences and the meaning, structure, and essence of
these experiences and their impact on career development (McMillan & Schumacher,
2010). One-on-one interviews were conducted with the ten female assistant
superintendents to gain a deeper understanding of self-sabotaging behaviors they
experienced that impacted their careers, and strategies they used to overcome them.
The nature of the qualitative research data collection process allowed for the
researcher to ask additional questions for clarification or elaboration as needed. To
ensure this process was facilitated with fidelity, each interview was recorded. The goal
of this data collection was to obtain descriptive data to be interpreted to support or
elaborate on quantitative data collected. A content analysis was conducted and themes
were generated from the responses of each participant (McMillan & Schumacher, 2010).
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These themes were then used to write a textural and structural description of each
participant’s lived experience to ensure the essence of the phenomenon was captured
(McMillan & Schumacher, 2010).
Method Rationale
A thematic study was developed as a result of discussions and considerations
regarding the topic of women and gay males in leadership and self-sabotaging behaviors
impacting their career development. One faculty researcher and seven doctoral students
discovered a common interest in exploring specific self-sabotaging behaviors of women
and gay males in leadership and the strategies used by these leaders to overcome selfsabotage. This explanatory mixed-methods research study focused on nine categories of
self-sabotage and their associated power domains. Leaders in educational and public
organizations were selected by the thematic team of researchers, and each researcher
interviewed at least 8 to 12 participants. The researcher and her fellow doctoral
candidates studied leaders in the following fields: Ashley Sandor, female secondary
principals, John McCarthy, K-12 gay male school leaders, LaToya Davis, female higher
education executives, Davina Bailey, female higher education deans, Tatiana Larreynaga,
female Latina C-Suite millennials, and Heather Vennes, female charter school Chief
Executive Officers (CEO) and superintendents.
There was consistency throughout the thematic study in creating the purpose
statement, research questions, quantitative and qualitative instruments, and research
procedures. The group of thematic researchers worked individually within a single
selected sample population of leaders, and all used the same methodology, explanatory
mixed methods, and interview and survey questions. This allowed the researchers to
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examine both quantitative and qualitative methods for the phenomenon studied to
increase the depth and scope of the study.
A mixed-method research design was selected for this study because it allowed
more comprehensive data to be analyzed, allowed investigation of different types of
research questions, and enhanced the credibility of findings from a single method
(McMillan & Schumacher, 2010). More specifically, a sequential explanatory design
was chosen to allow for quantitative data to be collected first, then qualitative data in the
form of open-ended interview questions that expanded upon the results found in the
quantitative survey (McMillan & Schumacher, 2010). Both portions of the research
study were designed with a focus on the nine categories of self-sabotage and nine
corresponding personal power domains.
Population
According to McMillan and Schumacher (2010), a population is defined as a
“total group to which results can be generalized” (p. 129). In the United States, there are
approximately 13,728 superintendents (Glass, 2010). Each district had one
superintendent and approximately two assistant superintendents, which deduced
approximately 27,450 assistant superintendents (Paisley, 2018). According to Chiefs for
Change (2019), women represent 64 percent of cabinet-level leaders, which include
assistant superintendents. Utilizing basic math, this estimates that there are
approximately 17,568 female assistant superintendents in the United States. For the
purposes of this study, an assistant superintendent could also be referred to as an
associate superintendent. Given the large number of female assistant superintendents in
the United States and various time constraints, the researcher needed to utilize a fraction
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of the female assistant superintendents in the study, and to do this, a sampling frame was
utilized.
Sampling Frame
“The target population is often different from the list of elements from which the
sample is actually selected, which is termed as survey population or sampling frame”
(McMillan & Schumacher, 2010, p. 129). The list of elements incorporated in this
sampling frame included female assistant superintendents in California public school
districts with a minimum of two years’ experience as a K-12 public education assistant
superintendent. In the 2019-20 school year, the California education system was
comprised of 525 public elementary school districts, 78 public high school districts, 346
public unified districts, and 88 other public districts totaling 1,037 public school districts
(C. D. o. Education, 2020). Each district had one superintendent, which deduced 1,037
public school superintendents, and approximately 2,050 assistant superintendents
(Paisley, 2018). According to Chiefs for Change (2019), women represent 64 percent of
cabinet-level leaders, which include assistant superintendents. Utilizing basic math, this
estimates that there were approximately 1,312 female assistant superintendents in
California in 2019-20. Assistant superintendents and cabinet-level leaders were defined
as reporting directly to the superintendent and were charged with overseeing various
elements of school-related business, including curriculum, instruction, professional
development, training, student services, finance, operations, human resources,
transportation, and leadership development. For the purposes of this study, an assistant
superintendent could also be referred to as an associate superintendent.
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Sample
McMillan and Schumacher (2010) define sample as “a group of individuals from
whom data are collected” (p. 129). From the sampling frame, purposeful and convenience
sampling were utilized to identify the sample for the study. Purposeful sampling allowed
the researcher to select specific elements from the population that were representative of
female assistant superintendents in California. Convenience sampling allowed the
researcher to interview female assistant superintendents that were in close geographic
proximity, ultimately making the research and data collection process accessible and
expedient (McMillan & Schumacher, 2010).
The criteria for selecting participants for purposeful sampling were very specific
and included female assistant superintendents who met the qualifications of (a) a
minimum of 2 years’ experience as a K-12 assistant superintendent, (b) strong verbal
communication skills, and (c) the consideration of achieving a superintendent position in
the future. The criteria for selecting participants for convenience sampling were also
specific and included participants from a variety of counties in California. The researcher
inferred that the characteristics of the sample were likely characteristics of the population
(McMillan & Schumacher, 2010). The sample for the study was ten female K-12 public
school assistant superintendents employed in a variety of counties in California.
Creswell (2007) suggests that a small sample size is recommended so the researcher can
provide a detailed and thorough picture of the phenomenon, as shown in Figure 4.
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Figure 4 – K-12 Female Assistant Superintendents Population, Sampling Frame,
and Sample
Figure 4. K-12 Fe male Assista nt Superintendents Popul ation, Sampling Fra me, and Sa mple

Population:
17,568
Sampling Frame Criteria:
Female assistant superintendents in California
3

Sampling
Frame:
1,312
` Sample Criteria:
➢

➢
➢

Minimum two years’ experience as
a K-12 assistant superintendent
Strong verbal communication skills
Considering superintendency in the
Future

Sample:
10

Sample Selection Process
The researcher began identifying participants for the study by contacting female
assistant superintendents within the researcher’s practice. To find additional participants,
the researcher put a social media post on Facebook and LinkedIn asking if there were
additional female assistant superintendents that would be willing to participate in the
study, ensuring to include purposeful sampling criteria. The purposeful sampling process
identified ten female assistant superintendents who had at least two years’ experience,
had strong verbal and communication skills, and considered being superintendent at some
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point in their future. The researcher reached out to each of the participants in this list
inviting them to take part in the study via e-mail at their district (see Appendix B).
Upon reaching out to participants, the researcher explained the purpose and
benefits of the study and answered all potential participants’ questions. After the
participants agreed to take part in the study, the researcher e-mailed informed consent
forms to the participant, including the Informed Consent, UMASS Global Internal
Review Board (IRB) Participant’s Bill of Rights, interview protocol, and survey protocol
(see Appendices C, D, E, and F). Interviews were conducted using Zoom, a video
conferencing system. An audio release was signed, and the interview was recorded using
a digital device. The interview questions regarding self-sabotaging behaviors and their
impact on career development were given to the participants to reference during the
interview, as well as a copy of their responses to the quantitative portion of the survey for
ease of reference to each category. An interview protocol was used to ensure consistency
with each interview; however, follow-up and confirmation questions were asked if the
participant struggled to answer any questions.
Instrumentation
The researcher utilized a sequential explanatory design in which “quantitative and
qualitative data collection is implemented in two phases, with the primary emphasis on
quantitative methods” (McMillan & Schumacher, 2010, p. 401). Both the quantitative
and qualitative survey instruments were developed initially from three thematic
researchers and faculty members. The quantitative and qualitative surveys were directly
aligned to the frameworks created by Lerner (2012) and Ryder and Briles (2003). Both
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surveys were utilized in previous thematic research studies by Pianta (2020) and Crews
(2020).
The quantitative instrument was utilized to gain initial data from participants
about their experiences within a Likert scale survey, from which each participant had the
ability to answer each question on a six-category continuum ranging from strongly agree
(1), agree (2), slightly agree (3), slightly disagree (4), disagree (5), and strongly disagree
(6). The quantitative survey allowed each participant to begin thinking about their
experiences in a structured framework for which a qualitative, open-ended interview
would follow. This quantitative data was collected from an online survey created by an
original group of three peer researchers and one faculty member, then further refined by
the second group of peer researchers. The qualitative data was collected from an openended interview protocol developed by the original thematic team and updated by the
second group of thematic researchers. The open-ended format allowed each participant
to expand upon the answers given in the quantitative survey, and describe their lived
experiences from their perspective, providing rich phenomenological data from which the
researcher could analyze all data, identify, and code themes, and triangulate to provide a
holistic description of the self-sabotaging behaviors the participants experienced.
Quantitative Instrumentation
The first phase of the study was a quantitative online survey (see Appendix F) to
determine which self-sabotaging behaviors each participant experienced throughout their
career development, and how these behaviors impacted their careers. The benefit of
utilizing an online survey included reduced cost and time, expedient responses, and easy
follow-up (McMillan & Schumacher, 2010). Additionally, obtaining quantitative data
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allowed the researcher to find a variety of statistical data, analyze the data and make
inferences from the results, also known as inferential statistics (Salkind, 2017).
Quantitative data is also important in helping reduce bias, as the statistics and information
obtained from quantitative surveys allow the researcher to make decisions based on
empirical evidence (Salkind, 2017). The peer researchers developed the instrumentation
based on the nine personal power domains, originally developed by Lerner (2012) and
Ryder and Briles (2003). To ensure each question within the survey was in alignment
with the purpose of the study, an alignment table was developed (see Appendix G).
There were 51 questions in total in a closed-ended format in which participants were
asked to rate their responses according to a six-point range of responses from strongly
agree to strongly disagree, and this survey was created and administered through the
online program Google Forms.
Qualitative Instrumentation
The second phase of the study was qualitative interviews in which the researcher
interviewed each participant with a script (see Appendix E) of open-ended questions to
elaborate on the responses already given in the quantitative survey. “The word interview
has roots in Old French and meant something like ‘to see one another’” (Patton, 2015, p.
423). The interview guide is one of four different approaches to interviewing as
described by Patton (2015). The interview guide method was utilized because it
increased the comprehensiveness of the data collected and the data collection was
somewhat systematic while still remaining conversational and situational (Patton, 2015).
This type of interviewing provided rich data from which to analyze, identify themes and
codes, then triangulate with the quantitative data obtained prior. Peer researchers and
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faculty collaborated to align the interview protocol with the research questions and
purpose of study, and an alignment table was developed to ensure alignment of each of
the questions with the study (see Appendix H). The interviews were conducted through
an online conferencing application called Zoom. To build rapport and trust with the
participants, the researcher attempted to build a relationship with each participant prior to
the interview, then made small talk at the beginning of each formal interview to allow the
participant to relax. Following these short conversations, the researcher provided an
overview and purpose of the study, explained the procedural safeguards in place, and the
interviews began. Each interview was recorded and subsequently transcribed utilizing
the transcription application Temi. The transcript was given back to the participant to
review and adjust before being put in the software program NVivo to be coded.
Researcher as the Instrument
The researcher herself was an instrument during the qualitative, open-ended
portion of the survey. As such, the potential for the researcher’s bias could have been an
issue depending on the level of involvement and position relative to the participants being
interviewed (McMillan & Schumacher, 2010). In this study, the researcher is what
McMillan and Schumacher (2010) define as a complete outsider, in which they went in,
collected data, then left (p. 348). This was helpful in increasing the validity of study
results, as the researcher did not have an established role or investment in the outcomes
of the study itself. Even still, the researcher still interpreted the results of the open-ended
interviews in a manner that qualified her to be an instrument, ultimately affecting the
results and findings of the study.
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Quantitative Field Test
A field test for the quantitative instrument was conducted to ensure there was no
bias in the procedures, interviewer or questions (McMillan & Schumacher, 2010). The
researcher conducted the quantitative survey with a female assistant superintendent in a
public school district in California. The researcher used a field test to identify and
eliminate bias in the questions and interview process (see Appendix I). After the survey,
the participant completed the feedback form (see Appendix J), and the responses were
reviewed by the researcher to ensure there was no evidence of bias and the procedure
went according to plan.
Qualitative Field Test
As with the quantitative portion of the study, a qualitative field test was conducted
to ensure the qualitative instrument had no evidence of bias in the procedures, interviewer
or questions (McMillan & Schumacher, 2010). The researcher interviewed the same
female assistant superintendent who completed the quantitative field survey test. The
interview with the field-test participant took place online through an application called
Zoom and by utilizing the qualitative field test tool (see Appendix K). The interview was
observed by another thematic peer researcher to provide feedback regarding her
observations of the open-ended interview. After the field test, the participant answered
questions from the participant feedback form (see Appendix L) and the observer
answered questions from the observer feedback form (see Appendix M). After all these
processes were complete, the researcher reviewed the data and feedback forms and
decided it would be beneficial to provide the participants with a copy of their quantitative
survey results while conducting the qualitative interviews. Additionally, during the field
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test, the researcher observed the participant forgetting specific details of each domain.
To ensure the most accurate information was received efficiently, the participants were
given a copy of their quantitative responses to refer to during the qualitative interview.
Validity
Validity is a term used to describe the truthfulness of findings and conclusions
(McMillan & Schumacher, 2010). In a mixed-methods research study, there are multiple
types of validity that need to be addressed and strategies put in place to address any
threats to the study itself, including statistical conclusion validity, internal validity,
construct validity, and external validity (McMillan & Schumacher, 2010). To ensure
statistic conclusion validity was upheld, the researcher utilized the appropriate statistical
tests to determine the nature of the relationship between variables. To ensure internal
validity was upheld, the researcher recorded each interview, transcribed the results, and
sent the transcriptions to the participants to ensure accuracy. Additionally, a qualitative
data analysis software NVivo was utilized to identify themes, assign codes, and
triangulate the data with the quantitative data collected. To ensure construct validity, the
researcher fully explained the purpose of the study, and described all terms to the
participants before the study began, ensuring there was no confusion about what the
research study was about. Finally, to ensure external validity was upheld, the researcher
thoroughly explained the results of the study, and inserted an explanation about the
notion that the results of the study could not be generalized to a larger population with
characteristics that were not similar to the population outlined in the study.
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Reliability
Reliability refers to the consistency of measure, and considers reliability over time
and across different researchers (Price, Jhangiani, Chiang, Leighton, & Cuttler, 2017).
The researcher utilized test-retest reliability, internal reliability, and intercoder reliability
to ensure the findings were reliable. The quantitative and qualitative survey questions
were developed by thematic peer researchers, and a faculty advisor, limiting the
researcher’s personal bias. Additionally, both surveys had been utilized many times and
with many different populations, which ensured that there was consistency and reliability
over time. To ensure further reliability, a script and questions were utilized, and a
thematic peer researcher observed the interview process during the field-test interview.
Intercoder reliability is the extent to which different researchers are consistent in
their judgments and conclusions reached from the findings. To ensure bias was not
introduced during the data analysis portion of the study, all interviews were transcribed,
then sent back to each participant to ensure the transcription accurately reflected her
responses. Each question was then coded to identify themes presented in the data
utilizing a qualitative data analysis software called NVivo. The use of a software system
like this reduces the amount of bias introduced into the study. Additionally, a field test
was done where two thematic peer researchers coded their own each other’s results,
ultimately demonstrating that the instruments yielded similar experiences, themes, and
results.
Data Collection
There were two different phases of data collection for this study. The first phase
involved using an electronic survey with 51 questions that participants answered utilizing
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a Likert scale rating system, allowing the researcher to collect quantitative data. Once the
electronic survey was completed, interviews were done with each participant using the
online video conference application called Zoom. Data collection did not commence
until the researcher was certified by the National Institutes of Health Office of
Extramural Research to conduct human research. Additionally, the researcher also got
approval from the UMASS Global IRB to conduct the study (see Appendices N and O),
and once approval was granted, the researcher started collecting data. The 12 participants
received a copy of the UMASS Global IRB Informed Consent (see Appendix C), and
UMASS Global Bill of Rights (see Appendix D), along with an email including a link to
the electronic survey. Data collection did not commence until each participant gave her
consent to be part of the study. To ensure data was stored in a safe and secure manner,
the researcher stored the data utilizing a password-protected digital device and was the
only person with access to collected data.
Quantitative Data Collection
Before quantitative data could be collected, the researcher emailed informed
consent and bill of rights forms to participants including a description of the use of data
and guaranteed confidentiality (McMillan & Schumacher, 2010). Once each participant
read and consented to taking part in the survey, a link was provided to grant access to the
electronic survey. The survey was developed using the web-based program Google
Forms. The participants were given one week to complete the survey, and the survey
took approximately 15 to 20 minutes to complete. The researcher sent the participants
two reminder e-mails to ensure they completed the survey before their allotted window of
time closed.
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Qualitative Data Collection
Upon completion of the electronic surveys, one-on-one interviews were scheduled
with each participant. With permission granted by each participant, the interviews were
recorded and lasted approximately 60 to 90 minutes. The researcher built rapport with
participants before the interviews were conducted, but a bit of small talk was included to
relax each participant before launching into the open-ended interview questions. The
researcher then reviewed the purpose of the study and began going through each of the 13
main open-ended questions, utilizing an interview protocol and script to ensure validity
and reliability (see Appendix E). For questions two through ten, the researcher asked for
specific examples or stories within each of the nine self-sabotaging domains that they
perceived impacted their career development, then any associated strategies to counteract
these self-sabotaging behaviors. The final questions were summary-type questions
asking for any additional information or insight the participants could contribute to the
study. The researcher also provided each participant with a copy of her quantitative
electronic survey results during the open-ended interviews to ensure she was accessing
each domain with the utmost accuracy and efficiency. All interviews were recorded and
transcribed by a web-based transcription service called Temi. Once the transcription was
complete, the researcher sent a copy to each participant to review for accuracy. Once the
researcher received approval from each participant, the results were uploaded to the
qualitative data analysis software called NVivo to identify themes and code the data.
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Data Analysis
A mixed-method sequential explanatory design begins by collecting quantitative
data followed by qualitative data to help further explain or elaborate on quantitative
results (McMillan & Schumacher, 2010). The quantitative data gleaned from this type of
design is instrumental in providing rich statistical data, giving an overview of the most
impactful self-sabotaging behaviors women experienced throughout their careers. The
qualitative data allowed the researcher to learn more about each participant’s quantitative
responses, giving a rich and detailed description of how each self-sabotaging behavior
was experienced on a personal level. The data from both the quantitative and qualitative
surveys was then triangulated to determine the extent of the self-sabotaging behaviors
female assistant superintendents experienced throughout their careers, as guided by the
research questions of the study.
Quantitative Data Analysis
The quantitative data analysis included collecting and analyzing data from the
online Google Forms survey. Descriptive statistics were used to transform the numbers
into sets of data that describe the results (McMillan & Schumacher, 2010). Specifically,
the researcher utilized frequency distributions to assess which self-sabotaging behaviors
occurred most frequently, as shown in Table 20. The frequency was found by taking the
data as collected by Google Forms and utilizing the mode to help assess how often each
self-sabotaging behavior category was reported. The results are described by selfsabotaging behavior category, the number of times the category was referenced, how
many participants referenced the category, and the percentage of participants referencing
the category. Additionally, the quantitative data was analyzed according to the mean, or
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Table 20 – Self-Sabotaging Behavior Categories Experienced by Participants as
Reported in Survey
Table 20. Self-S abotagi ng Be havior Categ ories Experienced by Parti cipants a s Rep orted in Survey

% of
Participants
Holding back
30
10
100%
Not taking time for reflection
30
10
100%
Misunderstanding oneself
28
10
100%
Dishonesty
23
10
100%
Fear and worrying
23
9
90%
Isolating
20
7
70%
Disempowering other women
14
10
100%
Thinking too small
12
6
60%
Infusing sex/gender role confusion
9
6
60%
Note. n represents the number of participants who rated either strongly agree, agree, or
agree somewhat.
Self-sabotaging Behavior Category

References

n

average score of each self-sabotaging behavior category. This data is shown in Table 21.
The percentage of participants who felt that the self-sabotaging behaviors had an impact
on their career development is shown in Figure 5.
Figure 5 – Participants’ Belief that Self-sabotaging Behaviors Had an Impact on
Career Development
Figure 5. Participa nts' Belief that Self-Sabot aging Behavior C ategories Had an I mpa ct on Career Develop ment
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Table 21 – Self-Sabotaging Behavior Category Averages Experienced by
Participants as Reported in Survey
Table 21. Self-S abotagi ng Be havior Categ ory Averages Experienced by Particip ants as Reported in Survey

Self-sabotaging Behavior Category
Misunderstanding oneself
Dishonesty
Not taking time for reflection
Holding back
Fear and worrying
Isolating
Thinking too small
Disempowering other women
Infusing sex/gender role confusion

Average
3.56
3.66
3.89
3.90
3.95
4.06
4.50
4.82
5.13

Qualitative Data Analysis
Qualitative data analysis differs from quantitative data analysis significantly.
Qualitative data analysis allows the researcher to analyze words and code them by
different themes to identify meaning (Creswell & Guetterman, 2019). Twelve interviews
were conducted, recorded, and transcribed. Following the transcription, the researcher
sent the transcript to each participant to ensure results were captured in accordance with
the participant’s means. Once approval was granted from each participant, interview
transcript results were uploaded to the qualitative data analysis computer software NVivo,
and themes were identified and coded within. The researcher reviewed all text for
categories related to the research question, then created codes within NVivo
representative of high frequency words and themes. For codes with few frequencies, the
researcher reviewed and reevaluated the significance of the code to determine appropriate
identification. Each code was checked thoroughly to ensure it directly answered the
research questions of the study.
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Ethical Considerations
The research study was approved by the IRB. Written consent was gained from
each participant before collecting data, and safeguards were put into place to ensure the
rights of the female assistant superintendents were intact and their anonymity upheld. As
explained in the bill of rights, participants were able to withdraw at any time, and all
ethical protections were adhered to (Roberts & Hyatt, 2019). Additionally, the data was
stored in a password-protected digital device of which only the researcher could access.
Limitations
Limitations are common in research studies and are restrictions outside of the
researcher’s control that occur in the study that have the potential to impact results or
ability to generalize to a bigger population (McMillan & Schumacher, 2010). Disclosure
of limitations is necessary to ensure full study transparency. The limitations of this study
were the location of the study, the sample size of the participants, time constraints, and
bias of the researcher.
Location of the Study
The United States is extremely large and has many public-school districts. As
such, the researcher utilized convenience sampling and purposeful sampling to identify
and include participants who were in a closer geographic vicinity to the researcher’s
home. This limited the participants to female assistant superintendents from school
districts in California. Additionally, the participants included female assistant
superintendents from public school districts, not female assistant superintendents from
private, nonpublic, or county office positions. Therefore, the results of this study may
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only be generalized to public school district assistant superintendents from various
counties in California.
Sample Size of the Participants
A total of ten participants participated in the study. Patton (2015) indicated that
this sample size is appropriate for a mixed-methods study, although the findings cannot
be generalized to the overall population of female assistant superintendents throughout
the United States.
Time Constraints
An additional limitation of this study was time. Assistant superintendents are
extremely busy, particularly given the massive shifts in the education system of the
COVID-19 pandemic. As such, finding the time to schedule to make it through all the
open-ended interview questions within a 90-minute timeframe may have limited the
depth of the interview and, subsequently the results.
Bias of the Researcher
Qualitative research is subject to interpretation, and as such, the researcher may
have bias that factored into the results of the study. The researcher has encountered
internal and external barriers as described in this study, and her personal experiences may
have impacted the analysis of the findings. However, the researcher used a reflective
journal incorporating Cognitive Behavioral Therapy (CBT) techniques to overcome these
biases, ensuring bias was minimized.
Summary
Chapter III provided a detailed description of the mixed methodology utilized in
this study. The chapter began with a general summary, purpose statement, and research
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questions. It was followed by an explanation of the research design, including
quantitative and qualitative research designs. Next, the population, sampling frame,
sample, and sample selection process were described. Instrumentation followed by
examining quantitative and qualitative instrumentation, as well as the researcher as an
instrument. Validity and reliability were discussed next, with data collection and analysis
thereafter. Finally, ethical considerations and limitations were presented. The overall
quantitative and qualitative analysis and findings can be found in Chapter IV, and
Chapter V concludes with a discussion of the findings and recommendations for future
research studies.
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CHAPTER IV: RESEARCH, DATA COLLECTION, AND FINDINGS
Overview
This mixed-method study identified and described the self-sabotaging behaviors
experienced by female assistant superintendents throughout their career development and
explored the impact these behaviors had on their career development. In addition, the
study identified strategies female assistant superintendents used to overcome selfsabotaging behaviors were explored. The basis for this study was a framework adapted
from Lerner’s (2012) book, as well as Ryder and Briles’ (2003) work that categorized
female self-sabotaging behaviors within the nine overarching power domains. Chapter
IV provides an overview of the purpose of the study, the research questions, research
methods, data collection process used in the study, population, and sample. Chapter IV
concludes with a presentation of the data utilizing the research questions and a summary
of the findings.
Purpose Statement
The purpose of this explanatory mixed-method study was to identify and describe
self-sabotaging behaviors experienced by female assistant superintendents and to explore
the impact these behaviors had on their career development. A secondary purpose of this
study was to identify the strategies employed by female assistant superintendents to
overcome self-sabotaging behaviors.
Research Questions
1. What self-sabotaging behaviors have female assistant superintendents
experienced throughout their leadership careers?
2. What impact did self-sabotaging behaviors have on the leadership careers of
female assistant superintendents?
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3. What strategies did female assistant superintendents use throughout their
leadership careers to overcome self-sabotaging behaviors?
Research Methods and Data Collection Procedures
An explanatory mixed-method study was used to identify and describe selfsabotaging behaviors experienced by female assistant superintendents and explore the
impact these behaviors had on their career development, as well as strategies used to
overcome these self-sabotaging behaviors. The first phase of this mixed-method study
included collecting quantitative data through a survey instrument completed by ten
female assistant superintendents in California. The purpose of the survey was to identify
which self-sabotaging behaviors the female assistant superintendents had experienced
and determined whether they had an impact. This survey also allowed the researcher to
analyze which of the self-sabotaging behaviors were most prevalent in terms of female
assistant superintendent career development, as well as allowed the participants to
familiarize themselves with the study.
The second phase of this sequential mixed-method study included semi structured
one-on-one interviews with the ten female assistant superintendents to allow each
participant to expand their depth of response as reported in the online survey. A
phenomenological approach was used to give participants an opportunity to share their
lived experiences as related to self-sabotaging behaviors that impacted their career
development, and strategies used to overcome these behaviors. The interviews were
conducted via Zoom in December 2021. Prior to data collection participants were
provided the UMASS Global Bill of Rights, Informed Consent, and interview questions.
Interviews were audio recorded and transcribed with the online transcription software
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Temi, then each transcript was coded using the qualitative analysis software program
NVivo. Themes were identified based on the conceptual framework and any emerging
themes.
Population
According to McMillan and Schumacher (2010), a population is defined as a
“total group to which results can be generalized” (p. 129). The results from the sample
are then generalized to the population (Patton, 2015). In the United States, there are
approximately 13,728 superintendents (Glass, 2010). Each district had one
superintendent and approximately two assistant superintendents, which deduced
approximately 27,450 assistant superintendents (Paisley, 2018). According to Chiefs for
Change (2019), women represent 64 percent of cabinet-level leaders, which include
assistant superintendents. Utilizing basic math, this estimates that there are
approximately 17,568 female assistant superintendents in the United States. For the
purposes of this study, an assistant superintendent could also be referred to as an
associate superintendent. Given the large number of female assistant superintendents in
the United States and various time constraints, the researcher needed to utilize a fraction
of the female assistant superintendents in the study, and to do this, a sampling frame was
utilized.
Sample
McMillan and Schumacher (2010) define sample as “a group of individuals from
whom data are collected” (p. 129). From the sampling frame, purposeful and convenience
sampling were utilized to identify the sample for the study. Purposeful sampling allowed
the researcher to select specific elements from the population that were representative of
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female assistant superintendents in California. Convenience sampling allowed the
researcher to interview female assistant superintendents that were in close geographic
proximity, ultimately making the research and data collection process accessible and
expedient (McMillan & Schumacher, 2010). The criteria for selecting participants for
purposeful sampling were very specific and included female assistant superintendents
who met the qualifications of (a) a minimum of 2 years’ experience as a K-12 assistant
superintendent, (b) strong verbal communication skills, and (c) the consideration of
achieving a superintendent position in the future. The criteria for selecting participants
for convenience sampling were also specific and included participants from the state of
California. The researcher inferred that the characteristics of the sample were likely
characteristics of the population (McMillan & Schumacher, 2010).
In the 2019-20 school year, the California education system was comprised of 525
public elementary school districts, 78 public high school districts, 346 public unified
districts, and 88 other public districts totaling 1,037 public school districts (Education,
2020). Each district had one superintendent, which deduced 1,037 public school
superintendents, and approximately 2,050 assistant superintendents (Paisley, 2018). The
population of this study was female public school assistant superintendents serving in
California. According to Chiefs for Change (2019), women represent 64 percent of
cabinet-level leaders, which include assistant superintendents. Utilizing basic math, this
estimates that there were approximately 1,312 female assistant superintendents in
California in 2019-20. Assistant superintendents and cabinet-level leaders were defined
as reporting directly to the superintendent and were charged with overseeing various
elements of school-related business, including curriculum, instruction, professional
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development, training, student services, finance, operations, human resources,
transportation, and leadership development. For the purposes of this study, an assistant
superintendent could also be referred to as an associate superintendent.
Demographic Data
To maintain the anonymity and confidentiality of the study participants, their
names and identifying information were omitted from the findings. The ten study
participants were alphabetically identified from A through J, as outlined in Table 22. The
sample included female assistant superintendents from eight counties, as outlined in
Table 22. Ten interviews took place in December 2021. For the purposes of this study, a
small district is defined as less than 5,000 students, a medium size district is defined as
5,000 to 15,000 students, and a large district is defined as more than 15,000 students.
Table 22 – Participants Demographic Information
Table 22. Partici pants De mogra phic I nfor mation

Study
Participant
A
B
C
D
E
F
G
H
I
J

County

District Size

Month and Year
of Interview

Placer
Fresno
San Joaquin
Sacramento
Sacramento
Placer
Riverside
Sonoma
Tulare
Orange

Small
Medium
Small
Large
Small
Medium
Small
Medium
Small
Medium

December 2021

Presentation and Analysis of Data
Data collection included the use of an electronic survey for the quantitative phase
of the study followed by interview for the qualitative phase of the study. The following
sections provide a description of the quantitative and qualitative data analysis.
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Quantitative Data Analysis
The electronic survey was developed utilizing the web-based program Google
Form. Descriptive statistics were used to summarize, organize, and consolidate the
number of findings from the survey. Specifically, the survey results were collected and
analyzed to gain descriptive data such as the mean and mode of each self-sabotaging
behavior. The mean is used to measure the average amount each self-sabotaging
behavior was engaged in, and the mode is used to measure the central tendency. The
researcher assessed the mean to determine how prevalent each self-sabotaging was for all
participants, and the mode to determine which self-sabotaging behaviors occurred most
frequently. The electronic survey consisted of 51 closed ended questions that were based
on predetermined response scales, utilizing a 6-point Likert scale, which included the
following numerical assignment: strongly agree (1), agree (2), agree somewhat (3),
disagree somewhat (4), disagree (5), strongly disagree (6). Participants completed the
survey first, then followed up with the open-ended interview.
Qualitative Data Analysis
The qualitative interview phase allowed participants to expand the depth of their
response as reported in the online survey and elaborate on self-sabotaging behaviors
utilized, and strategies used to overcome them. The researcher used an interview
protocol based on the nine domains of women’s personal power, as developed by Lerner
(2012) and Ryder and Briles (2003). The questions from the interview were structured
and semi structured. Each interview lasted between 30 and 60 minutes and was
conducted via the online video conference application Zoom. Each interview was
recorded and transcribed utilizing the transcription software Temi, then the transcript was
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coded using the qualitative analysis software program NVivo. To answer the research
questions, the researcher coded emergent themes from the data based on the selfsabotaging behaviors and women’s power domain strategies outlined in the conceptual
framework; emergent themes were also coded based on the impact identified by the study
participants.
Interrater Reliability
Patton (2015) described interrater reliability as the degree of estimated reliability
between one or more coders by each individually analyzing and assessing the data to
check for consistency. After each interview was transcribed, the researcher and a peer
researcher individually coded at least 10 percent of the data to identify common themes
and establish intercoder reliability. After coding was completed, a clear link was made
between the data, codes, and themes that emerged from data to verify at least an 80
percent agreement rate (Patton, 2015).
Research Question One: Self-Sabotaging Behaviors
The first research question asked, “What self-sabotaging behaviors have female
assistant superintendents experienced throughout their leadership careers?” The survey
and interviews assess which women had experienced the nine major categories of selfsabotaging behaviors and their corresponding subcategories. The following is a
presentation of the findings from the surveys and interviews.
Quantitative Data
The number of self-sabotaging behaviors in Table 20 represents the behaviors
participants rated either strongly agree, agree, or agree somewhat in the survey. In
addition, the number and percentage of participants who experienced the self-sabotaging
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behaviors are also listed. The top self-sabotaging behaviors were holding back and not
taking time for reflection, both of which were cited 30 times by all ten participants.
Additionally, 100 percent of the participants also experienced misunderstanding oneself,
dishonesty, and disempowering other women. Table 20 presents the rest of the findings,
reproduced here for convenience.
Table 20 – Self-Sabotaging Behavior Categories Experienced by Participants as
Reported in Survey
% of
Participants
Holding back
30
10
100%
Not taking time for reflection
30
10
100%
Misunderstanding oneself
23
10
100%
Dishonesty
23
10
100%
Fear and worrying
23
9
90%
Isolating
20
7
70%
Disempowering other women
14
10
100%
Thinking too small
12
6
60%
Infusing sex/gender role confusion
9
6
60%
Note. n represents the number of participants who rated either strongly agree, agree, or
agree somewhat.
Self-sabotaging Behavior Category

References

n

Table 23 highlights the top ten self-sabotaging behavior subcategories and their
overarching major categories experienced by participants as reported in the survey, as
organized by average rating. The table includes the average rating for each subcategory
and percentage of participants rated either strongly agree, agree, or agree somewhat in
the survey. The top self-sabotaging behavior subcategory was I said “yes” to things
when I actually wanted to say “no.” It was referenced nine times, by 90 percent of
participants, and had an average rating of 2.0, the equivalent of agree on the Likert scale
rating system.
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Table 23 – Top Ten Self-Sabotaging Behaviors Experienced Most by Participants
as Reported in Survey
Table 23. Top Te n Self-Sa botagin g Beh aviors Experienced M ost by Participa nts as Reported in Survey

Self-sabotaging Behavior
Subcategory
I said “yes” to things when I actually
wanted to say “no”
I have hesitated to talk about my
accomplishments to others for fear
of trumpeting my ego
I mulled over my mistakes
I have talked behind a woman’s
back
I have apologized unnecessarily
I have talked down to myself
I have focused on a person
criticizing me
I have hated to “be wrong”
I have often made perfection the
standard in my life
I preferred to sit in the back of the
room at conferences or meetings

Self-sabotaging
Behavior
Category

Average
% of
Rating Participants

Dishonesty

2.0

90%

Dishonesty

2.5

80%

Fear and worrying
Disempowering
other women
Holding back
Holding back
Misunderstanding
oneself
Not taking time for
reflection

2.6

80%

2.7

90%

2.7
2.9

80%
70%

3.0

80%

3.0

80%

Thinking too small

3.1

60%

Holding back

3.4

60%

Table 24 highlights the lowest ten self-sabotaging behavior subcategories and
their overarching major categories experienced by participants as reported in the survey,
as organized by average rating. The table includes the average rating for each
subcategory and percentage of participants rated either strongly disagree, disagree, or
disagree somewhat in the survey.
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Table 24 – Lowest Ten Self-Sabotaging Behaviors Experienced Least by
Participants as Reported in Survey
Table 24. Lowest Ten Self-Sa botagi ng Beh aviors Experienced Least by Partici pants a s Rep orted in Survey

Self-sabotaging Behavior
Subcategory
I thought, “Why should I help other
women since I did it the hard way?”
I have felt too busy to help other
women
I have exhibited “girl-like” behaviors
such as twirling my hair or using
baby talk
I was not open to new experiences
I have exhibited male-like qualities
that aren’t part of my natural
personality
I blamed others for why things aren’t
going well
I resisted change
I preferred not to speak up in a
meeting or group discussion
I have dressed sexy at work
I have felt jealous of other women
who have “made it”

Self-sabotaging
Average
% of
Behavior
Rating Participants
Category
Disempowering
5.9
100%
other women
Disempowering
5.7
100%
other women
Infusing sex/gender
role confusion in
5.6
90%
the workplace
Thinking too small
5.5
100%
Infusing sex/gender
role confusion in
5.2
100%
the workplace
Thinking too small

5.2

100%

Fear and worrying

5.2

100%

Holding back

5.1

90%

5.1

80%

5.0

80%

Infusing sex/gender
role confusion in
the workplace
Disempowering
other women

Qualitative Data
Table 25 represents the number of references to the self-sabotaging behaviors
experienced by participants during the interview, as well as the number and percentage of
participants who experienced the self-sabotaging behaviors. The top self-sabotaging
behavior category referenced in the interviews was fear and worrying. It was referenced
55 times by 10 participants. Dishonesty was also referenced by 100 percent of
participants.
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Table 25 – Self-Sabotaging Behavior Categories Experienced by Participants as
Reported in Interview
Table 25. Self-S abotagi ng Be havior Categ ories Experienced by Parti cipants a s Rep orted in Interview

% of
Participants
Fear and worrying
55
10
100%
Misunderstanding oneself
32
9
90%
Holding back
28
9
90%
Thinking too small
26
9
90%
Dishonesty
25
10
100%
Not taking time for reflection
21
8
80%
Isolating
13
3
30%
Disempowering other women
12
8
80%
Infusing sex/gender role confusion
11
7
70%
Note. n represents the number of participants who experienced the self-sabotaging
behavior.
Self-sabotaging Behavior Category

References

n

Table 26 compares the self-sabotaging behaviors ranked in order from most cited
to least cited to triangulate the data from surveys and interviews. Priority ranking was
given if most participants selected the behavior. The fear and worrying self-sabotaging
behavior category was ranked number one in interviews, while the holding back and not
taking time for reflection categories were ranked as number one in the survey. The
lowest ranked category as reported in interviews and surveys was infusing sex/gender
role confusion in the workplace.
Table 26 – Ranking Comparison of Self-Sabotaging Behaviors Between Survey
and Interview Responses
Table 26. Ranking C omp arison of Self-Sabota ging Behaviors Between Survey and Interview Respon ses

Self-sabotaging Behavior Category
Survey Ranking
Interview Ranking
Holding back
1
3
Not taking time for reflection
2
6
Misunderstanding oneself
3
2
Dishonesty
4
5
Fear and worrying
5
1
Isolating
6
7
Disempowering other women
7
8
Thinking too small
8
4
Infusing sex/gender role confusion
9
9
Note. Ranking 1-9 is based on the self-sabotaging behaviors cited by participants. 1
represents the top ranked and 9 represents the least ranked self-sabotaging behavior.
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Thinking too small. Thinking too small was the fourth ranked self-sabotaging
behavior category identified by participants during interviews. It was referenced 26
times by 90 percent of participants. Table 27 provides an overview of the subcategories
within the thinking too small category, as organized by the most referenced to least
referenced.
Table 27 – Thinking Too Small Self-Sabotaging Behaviors as Reported in
Interviews
Table 27. Thinkin g Too Small Self-Sab otaging Behaviors as Re ported in Interviews

Self-sabotaging Behavior Category:
% of
References
n
Thinking Too Small
Participants
I did not have the courage to step out of my
5
7
70%
comfort zone
I feared being rejected
5
6
60%
I was not open to new experiences
4
4
40%
I often made perfection the standard in my life
3
3
30%
I blamed others for why things aren’t going
1
1
10%
well
Note. n represents the number of participants who experienced the self-sabotaging
behavior.
When reflecting back on advancing to district-level administrator positions,
Participant A described the bias she felt that held her back from applying for various
positions:
One of the biases I have run into is more about being in Special Education. I can
think about times I have not applied for positions just because of X, but it was
always based on ‘well, they didn’t even see me as a general educator.’
Participant B specifically did not apply for positions because she was the only
female principal at the high school in the small town she came from:
From the start I was thinking I wasn’t made out to be an administrator at all.
When I was in my first job, I think that my thinking too small instead of really
pushing and being assertive and saying, ‘hey, I can be your curriculum person;
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you know I’m the right person for the job.’ I just ran away from it when another
job opened up.
Table 28 – Thinking Too Small Self-Sabotaging Behaviors as Reported in Surveys
and Interviews
Table 28. Thinkin g Too Small Self-Sab otaging Behaviors as Re ported in Surveys and Interviews

SelfSurvey-reported behaviors
Interview-reported behaviors
sabotaging
Behavior
% of
% of
Category: References
n
References
n
Participants
Participants
Thinking
Too Small
I blamed
others for
why things
0
0
0%
1
1
10%
aren’t going
well
I feared
being
3
3
30%
5
6
60%
rejected
I did not
have the
courage to
3
3
30%
5
7
70%
step out of
my comfort
zone
I was not
open to new
0
0
0%
4
4
40%
experiences
I often made
perfection
6
6
60%
3
3
30%
the standard
in my life
TOTAL
12
6
60%
26
9
90%
Note. n represents the number of participants who experienced the self-sabotaging
behavior.
Participant D recalls not seeing potential in herself and how it impacted her career
journey, in that sometimes it takes others seeing potential in a person to reach new
heights. This can lead to staying in certain positions longer than necessary, as described
by Participant G:
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I think one thing certainly was my time as a vice principal. I spent seven years
doing that at that’s longer than most would spend in an assistant principal
position. I spent too long in that position because I was thinking too small about
myself. I underestimated by skills and my ability to be a principal and waiting to
launch too long.
Table 28 is a comparison table to triangulate the data from the survey and
interviews related to the self-sabotaging behavior category thinking too small. Thinking
too small was identified by six of the participants in the survey and nine participants in
the interview. Not having the courage to step out of comfort zone was the top selfsabotaging behavior subcategory for the interview, as identified by seven participants,
and making perfection the standard in life was the top self-sabotaging behavior
subcategory for the survey, as identified by six participants. Table 28 presents a
summary of the data.
Fear and worrying. Fear and worrying was the highest ranked self-sabotaging
behavior category identified by participants during interviews. It was referenced 55
times by 100 percent of participants. Table 29 provides an overview of the subcategories
within the fear and worrying category, as organized by the most referenced to least
referenced.
Participant J stated, “I believe all educators are perfectionists and control freaks,”
but also agreed that fearing looking stupid and like an imposter were real concerns.
Participant I stated, “We all have the imposter syndrome voice in our heads.” She
continued to discuss how fear and worrying affected her job during the COVID
pandemic:
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Now I feel like the waters are really, really choppy and we’re in a kayak and just
trying to stay in the boat and constantly getting tipped over. We keep going but
people are tired and the fear and worrying part, I don’t know if it’s pandemic and
I’m just trying to get through that part, but I would tell you that I experience fear
and worry every single day.
Table 29 – Fear and Worrying Self-Sabotaging Behaviors as Reported in
Interviews
Table 29. Fear and Worrying Self-Sabota ging Be haviors as Reported in I nterviews

Self-sabotaging Behavior Category:
% of
References
n
Fear and Worrying
Participants
I became anxious when thinking about a
11
8
80%
change in my career
I felt like an imposter on the job
10
7
70%
I felt out of control in an unfamiliar situation
6
5
50%
I feared looking stupid
6
5
50%
I mulled over my mistakes
5
5
50%
I resisted change
5
4
40%
Note. n represents the number of participants who experienced the self-sabotaging
behavior.
Seventy percent of participants discussed the imposter syndrome in their
responses, and Participant G elaborated, stating:
I think imposter syndrome is an ongoing issue, not in the principalship, but in a
district administrator position. It is because the space is so much more male in
district administrator positions. I’m the only female member of cabinet; I’m in a
space of men. So, I do get that imposter syndrome aspect all of the time because I
know my talent and qualifications and work ethic and ability to perform and
produce; but I’ve been gaslit in those situations. I’m the only person in cabinet
with my doctorate and have had that played down verbally.
Participant H discussed how being an African American leader contributed to fear
and worrying:
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Speaking of fear, as a black woman, knowing that I have this one shot to get it
right; as a person of color and as a woman, if I was failing as a superintendent,
would I ever have the opportunity to be a superintendent a second time?
Table 30 – Fear and Worrying Self-Sabotaging Behaviors as Reported in Surveys
and Interviews
Table 30. Fear and Worrying Self-Sabota ging Be haviors as Reported in Surveys an d Interviews

SelfSurvey-reported behaviors
Interview-reported behaviors
sabotaging
Behavior
% of
% of
Category: References
n
References
n
Participants
Participants
Fear and
Worrying
I became
anxious
when
thinking
3
3
30%
11
8
80%
about a
change in
my career
I felt out of
control in an
3
3
30%
6
5
50%
unfamiliar
situation
I resisted
0
0
0%
5
4
40%
change
I feared
looking
4
4
40%
6
5
50%
stupid
I felt like an
imposter on
5
5
50%
10
7
70%
the job
I mulled
over my
8
8
80%
5
5
50%
mistakes
TOTAL
23
9
90%
55
10
100%
Note. n represents the number of participants who experienced the self-sabotaging
behavior.
Table 30 is a comparison table to triangulate the data from the survey and
interviews related to the self-sabotaging behavior category fear and worrying. Fear and
worrying was identified by nine of the participants in the survey and ten participants in
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the interview. Becoming anxious when thinking about a career change was the top selfsabotaging behavior subcategory for the interview, as identified by eight participants, and
mulling over mistakes was the top self-sabotaging behavior subcategory for the survey, as
identified by eight participants. Table 30 presents a summary of the data.
Misunderstanding oneself. Misunderstanding oneself was the second highest
ranked self-sabotaging behavior category identified by participants during interviews. It
was reference 32 times by 90 percent of participants. Table 31 provides an overview of
the subcategories within the misunderstanding oneself category, as organized by the most
referenced to least referenced.
Table 31 – Misunderstanding Oneself Self-Sabotaging Behaviors as Reported in
Interviews
Table 31. Misu nderstan ding Oneself Self-Sab otaging Behaviors as Re ported in Interviews

Self-sabotaging Behavior Category:
% of
References
n
Misunderstanding Oneself
Participants
I could not personally acknowledge my own
12
6
60%
accomplishments
I could not accept compliments or praise
11
6
60%
I have been reluctant to seek out feedback that
3
3
30%
would help me improve
I have focused on a person criticizing me
1
1
10%
Note. n represents the number of participants who experienced the self-sabotaging
behavior.
Participant B, C, E and F all agree that accepting compliments and acknowledging
accomplishments has been a challenging throughout their careers. Participant B said:
I do have a really hard time accepting compliments and I don’t like to talk a lot
about myself and what my accomplishments are because I feel that no one really
wants to hear about it, or that I’m egotistical. So, I really tend not to talk about
my own accomplishments and dismiss them when people tell me I’m doing a
great job.
Participant C’s experiences mimicked Participant B:
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I struggle in this area all the time. We do great work here in this district and I
should be writing about submitting what we’re doing for articles and all of that
stuff. I just tend to say, “we’re here for kids, let’s just stay put and not market or
promote myself” and that leads to not having the recognition of what I’m doing
and how others can benefit from what I’m doing.
Participant E and Participant F also agreed that compliments are hard to accept,
but that it is crucial to get to a place where one is able to say “thank you” graciously and
move on.
Table 32 – Misunderstanding Oneself Self-Sabotaging Behaviors as Reported in
Surveys and Interviews
Table 32. Misu nderstan ding Oneself Self-Sab otaging Behaviors as Re ported in Surveys and Interviews

Self-sabotaging
Survey-reported behaviors
Interview-reported behaviors
Behavior
Category:
% of
% of
References n
References n
Misunderstanding
Participants
Participants
Oneself
I could not accept
compliments or
6
6
60%
11
6
60%
praise
I have been
reluctant to seek
out feedback that
1
1
10%
3
3
30%
would help me
improve
I have focused on a
person criticizing
8
8
80%
1
1
10%
me
I could not
personally
acknowledge my
8
8
80%
12
6
60%
own
accomplishments
TOTAL
23
10
100%
32
9
90%
Note. n represents the number of participants who experienced the self-sabotaging
behavior.
Table 32 is a comparison table to triangulate the data from the survey and
interviews related to the self-sabotaging behavior category misunderstanding oneself.
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Misunderstanding oneself was identified by ten of the participants in the survey and nine
participants in the interview. Not personally acknowledging accomplishments was the
top self-sabotaging behavior subcategory for the interview, as identified by six
participants, and focusing on a persons’ criticism and not acknowledging
accomplishments were the top self-sabotaging behavior subcategories for the survey, as
identified by eight participants. Table 32 presents a summary of the data.
Dishonesty. Dishonesty was the fifth ranked self-sabotaging behavior category
identified by participants during interviews. It was referenced 25 times by 100 percent of
participants. Table 33 provides an overview of the subcategories within the dishonesty
category, as organized by the most referenced to least referenced.
Table 33 – Dishonesty Self-Sabotaging Behaviors as Reported in Interviews
Table 33. Dish onesty Self-Sa botagin g Beh aviors as Re ported in Interviews

Self-sabotaging Behavior Category:
% of
References
n
Dishonesty
Participants
I have hesitated to talk about accomplishments
12
6
60%
to others for fear of trumpeting my ego
I remained silent in a situation when it would
9
7
70%
have been best to speak up
I have been nice as a way to avoid
8
6
60%
confrontation
I said “yes” to things when I actually wanted
6
5
50%
to say “no”
I took sides when I really wanted to stay
0
0
0%
neutral
Note. n represents the number of participants who experienced the self-sabotaging
behavior.
Saying “yes” when wanting to say “no,” remaining silent in situations when it
would have been best to speak up and hesitating to talk about accomplishments for fear
of trumpeting ego were among the most common themes identified in interviews.
Participant A recalled, “I would have just stayed quiet even though my input would have
been just as valuable” when reflecting on past meetings. She continued on stating,
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“maybe I should have spoken up at a board meeting in closed session, but you’re trying
to balance how much you should say.” Participant B concurred:
In my early days I remember speaking out a site council meeting questioning
where money was going. So, I brought it up and I got called out the next morning
by the assistant superintendent telling me I couldn’t “talk about that stuff.” It
kind of shut me up for a few years and made me realize I need to be quiet because
I’m rocking the boat.
Participant F described her experience and how speaking up depended on who she
was attempting to speak up to:
It depends on with whom. It it’s my peers it can be awkward. My fellow
assistant superintendent, if there’s something warranting discussion, I’m hesitant
to call them out, especially in a bigger group. So, we may talk things out one-onone. I find myself just playing nice more often in that respect.
Participant G recalled her experience as a director in a small district where she
became the director of everything and the inability to say “no” to various tasks:
When I first became director in the district – it’s a small district – it was really
hard to justify adding administrative positions. It’s just politically hard. I was the
director of everything – special education, pupil services, English learners,
assessment, accountability, Oracle programs, etc. And I was drowning. I was
working 10-hour days, taking work home, working on the weekends, and I didn’t
ask for help. I was used to a small district experience where you wear a lot of
hats or responsibility where it’s not politically savvy to ask for additional help, so
I’m just going to do it.
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Table 34 is a comparison table to triangulate the data from the survey and
interviews related to the self-sabotaging behavior category dishonesty. Dishonesty was
identified by ten of the participants in the survey and ten participants in the interview.
Remaining silent in a situation when it would have been best to speak up was the top selfsabotaging behavior subcategory for the interview, as identified by seven participants,
and saying “yes” when wanting to say “no” was the top self-sabotaging behavior
subcategory for the survey, as identified by nine participants. Table 34 presents a
summary of the data.
Table 34 – Dishonesty Self-Sabotaging Behaviors as Reported in Surveys and
Interviews
Table 34. Dish onesty Self-Sa botagin g Beh aviors as Re ported in Surveys and Interviews

Self-sabotaging
Survey-reported behaviors
Interview-reported behaviors
Behavior
% of
% of
Category:
References n
References n
Participants
Participants
Dishonesty
I said “yes” to
things when I
9
9
90%
6
5
50%
actually wanted to
say “no”
I took sides when I
really wanted to
3
3
30%
0
0
0%
stay neutral
I remained silent in
a situation when it
4
4
40%
9
7
70%
would have been
best to speak up
I have hesitated to
talk about
accomplishments
8
8
80%
12
6
60%
to others for fear of
trumpeting my ego
I have been nice as
a way to avoid
5
5
50%
8
6
60%
confrontation
TOTAL
29
10
100%
25
10
100%
Note. n represents the number of participants who experienced the self-sabotaging
behavior.
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Holding back. Holding back was the third ranked self-sabotaging behavior
category identified by participants during interviews. It was referenced 28 times by 90
percent of participants. Table 35 provides an overview of the subcategories within the
holding back category, as organized by the most referenced to least referenced.
Table 35 – Holding Back Self-Sabotaging Behaviors as Reported in Interviews
Table 35. Holdi ng Back Self-S abotagi ng Be haviors as Reported in I nterviews

Self-sabotaging Behavior Category:
% of
References
n
Holding Back
Participants
I preferred not to speak up in a meeting or
7
6
60%
group discussion
I made inflections rather than bold statements
4
4
40%
I have talked down to myself
4
2
20%
I did not reach out for help when I needed it
2
2
20%
I preferred to sit in the back of the room at
1
1
10%
conferences or meetings
I have avoided criticism
0
0
0%
I have apologized unnecessarily
0
0
0%
TOTAL
28
9
90%
Note. n represents the number of participants who experienced the self-sabotaging
behavior.
Participant A recalled her experience in not speaking up at board meetings and
that she was trying to balance “how much do I say.” Participant C recalled her
experience talking down to herself when accepting a coordinator of instructional
technology position, stating, “I don’t even have a degree for that.” Participant E said:
I can’t put myself out there, because what if I was wrong? I think I have gotten
better but it’s a tough line for anyone to hold. But it’s even harder for women
because of how we’ll be perceived. People may think “you think you’re better
than we are” and that’s never my intention.
Participant G recalled her experience when first becoming a member of cabinet:
You have to figure out who your players are and how they like communication;
how do they like to hear it, receive it, etc. When you’re a woman with a strong
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voice, it can be hard for men to hear. The four men in my cabinet, they all have to
receive information differently: one likes it direct, one likes it with humor,
another comes with solutions already, and another I have to be very gentle with.
If I’m true and direct me all the time, they’re going to shut down or judge me like
I’m the crazy intense lady in the room, so I amend myself and become who they
need me to be.
Table 36 – Holding Back Self-Sabotaging Behavior as Reported in Surveys and
Interviews
Table 36. Holdi ng Back Self-S abotagi ng Be haviors as Reported in Surveys and I nterviews

Self-sabotaging
Survey-reported behaviors
Interview-reported behaviors
Behavior
% of
% of
Category:
References n
References n
Participants
Participants
Holding Back
I did not reach out
for help when I
2
2
20%
2
2
20%
needed it
I have avoided
2
2
20%
0
0
0%
criticism
I made inflections
rather than bold
4
4
40%
4
4
40%
statements
I have apologized
8
8
80%
0
0
0%
unnecessarily
I have talked down
7
7
70%
4
2
20%
to myself
I preferred to sit in
the back of the
room at
6
6
60%
1
1
10%
conferences or
meetings
I preferred not to
speak up in a
1
1
10%
7
6
60%
meeting or group
discussion
TOTAL
30
10
100%
28
9
90%
Note. n represents the number of participants who experienced the self-sabotaging
behavior.
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Participant H’s experience resembled that of Participant G, saying, “I try and
make it as soft as it can be if it’s a disagreement; how can I make this as soft as I can if
this is a disagreement?”
Table 36 is a comparison table to triangulate the data from the survey and
interviews related to the self-sabotaging behavior category holding back. Holding back
was identified by ten of the participants in the survey and nine participants in the
interview. Preferring not to speak up in meetings or group discussions was the top selfsabotaging behavior subcategory for the interview, as identified by six participants.
Apologizing unnecessarily was the top self-sabotaging behavior subcategory for the
survey, as identified by eight participants. Table 36 presents a summary of the data.
Lack of self-reflection. Lack of self-reflection was the sixth ranked selfsabotaging behavior category identified by participants during interviews. It was
referenced 21 times by 80 percent of participants. Table 37 provides an overview of the
subcategories within the lack of self-reflection category, as organized by the most
referenced to least referenced.
All participants experienced one element of this self-sabotaging behavior and had
different perspectives when recounting their experiences. Participant J recalled her
experience as a first-time principal, saying, “Early on when I was first a principal, I didn’t
have much ‘down time,’ but now I’m very methodical about separating my work and
personal life as much as I can.” Participant I echoed this sentiment:
As women, we want to be able to show that we are able to do everything. So,
because of that we will show that we can do everything by taking on everything.
I remember I had a boss who told me one time to stop answering emails at
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4:00AM because it looks like you are available until 10 at night and up at
4:00AM. You’re setting this expectation for everyone that they think if they want
to promote, these are the types of behaviors they should be emulating.
Table 37 – Lack of Self-Reflection Self-Sabotaging Behaviors as Reported in
Interviews
Table 37. Lack of Sel f-Refle ction Self-Sa botagi ng Be haviors as Reported in Interviews

Self-sabotaging Behavior Category:
% of
References
n
Lack of Self-Reflection
Participants
I have not allowed myself to experience “down
7
7
70%
time”
I have kept busy to avoid being alone
5
5
50%
I have not taken vacations when I could
4
4
40%
I have hated to “be wrong”
3
2
20%
I have not allowed myself to mourn losses or
2
2
20%
cry
I have not accepted parts of myself that need
1
1
10%
improvement
I have held a grudge with someone
0
0
0%
Note. n represents the number of participants who experienced the self-sabotaging
behavior.
Participant G’s experience resembled that of Participant I:
I think I’ve been a workaholic for many years. It wasn’t until my home life and
medical issues for my spouse and child necessitated me dropping everything to
take time off. But before that, I would be a workaholic and I’d delay vacations.
I’ve built up a ton of vacation days that I’m still trying to use.
Participant F recalled her experience:
I hate being wrong, and I don’t usually like down time, but I’m getting better at
that. One time a few years ago I got sick but I kept pushing through the end of the
week, and I was grumpy. I had a shorter patience level, and I wasn’t being the
leader I wanted to be. It was that moment that really brought the clarity of why
self-care and personal health matters. I cannot lead at that level if I push through
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and don’t take down time; it was evident enough that that’s not who I wanted to
be as a leader.
Table 38 – Lack of Self-Reflection Self-Sabotaging Behaviors as Reported in
Surveys and Interviews
Table 38. Lack of Sel f-Refle ction Self-Sa botagi ng Be haviors as Reported in Surveys and I nterviews

Self-sabotaging
Survey-reported behaviors
Interview-reported behaviors
Behavior
% of
% of
Category: Lack References n
References n
Participants
Participants
of Self-Reflection
I have kept busy to
2
2
20%
5
5
50%
avoid being alone
I have not accepted
parts of myself that
6
6
60%
1
1
10%
need improvement
I have not allowed
myself to mourn
3
3
30%
2
2
20%
losses or cry
I have not taken
vacations when I
4
4
40%
4
4
40%
could
I have not allowed
myself to
4
4
40%
7
7
70%
experience “down
time”
I have hated to “be
8
8
80%
3
2
20%
wrong”
I have held a
grudge with
3
3
30%
0
0
0%
someone
TOTAL
30
10
100%
21
8
80%
Note. n represents the number of participants who experienced the self-sabotaging
behavior.
Participant D recalled a time in her personal life that made her rethink being a
workaholic and not taking time for herself:
I am a pretty reflective person, but there are times in my life where I’ve caught
myself being comfortable with being busy instead of making space for me. A few
years ago, my younger sister passed away of breast cancer, and it taught me more
than I wanted to know about the importance of taking time with each other and
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taking time for myself. Through that experience, I had taken a month off so I
could be home with her while she was in hospice. It was at that point in my
career where I was accelerating but was able to let it go and be present with her. I
saw how people stepped up and worked together as a team to get everything done.
Table 38 is a comparison table to triangulate the data from the survey and
interviews related to the self-sabotaging behavior category lack of self-reflection. Lack of
self-reflection was identified by ten of the participants in the survey and eight participants
in the interview. Not allowing the experience of “down time” was the top self-sabotaging
behavior subcategory for the interview, as identified by seven participants. Hating to be
“wrong” was the top self-sabotaging behavior subcategory for the survey, as identified
by eight participants. Table 38 presents a summary of the data.
Isolating. Isolating was the seventh ranked self-sabotaging behavior category
identified by participants during interviews. It was referenced 13 times by 30 percent of
participants. Table 39 provides an overview of the subcategories within the isolating
category, as organized by the most referenced to least referenced.
Table 39 – Isolating Self-Sabotaging Behaviors as Reported in Interviews
Table 39. Isol ating Self-S abotagi ng Be haviors as Reported in I nterviews

Self-sabotaging Behavior Category:
% of
References
n
Isolating
Participants
I have relied exclusively on female mentors
6
2
20%
I have been afraid to reach out to people I
2
2
20%
didn’t already know
I was unaware of the types of support needed
2
2
20%
to move ahead in my career
I felt guilty for taking up too much of people’s
1
1
10%
time
I relied only on networking upstream
1
1
10%
Note. n represents the number of participants who experienced the self-sabotaging
behavior.

131

Participant C recalled her struggle with networking and being afraid to reach out
to people she didn’t already know:
I am not a political person. So, I find myself not advertising what I do or sharing
celebrations of what I do because I know it is the right thing to do for children.
And when I walk into a meeting or meet new people or meet superintendents, I
don’t network of share what we’re doing.
Participant C also shared her experience of relying on female mentors more than
male mentors:
I do rely on female mentors a lot more than I ever have before. The district I
came from had a real strong female superintendent. She had been there for 14
years, small town, good voice, and I really relied on her. I still contact her more
so than I would a male because I feel like the situations are different and we could
have the same degrees and experience, but handle situations very differently. But
as a woman trying to make her way to the top, I tend to rely on those who were
already there to help guide me to see how they broke the same barriers I’m facing.
Participant G had a similar experience:
I had a very strong female principal who was my first mentor at the elementary
school where I taught. She gave me the opportunity to advance in leadership as a
teacher leader, then as a vice principal. Over the course of my time there, I ended
up with a female superintendent. So, my mentors were female early on, and
you’ll find that more in the smaller elementary school districts more so than in
large, unified school districts.
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Table 40 is a comparison table to triangulate the data from the survey and
interviews related to the self-sabotaging behavior category isolating. Isolating was
identified by seven of the participants in the survey and three participants in the
interview. Relying exclusively on female mentors was the top self-sabotaging behavior
subcategory for the interview, as identified by two participants, and feeling guilty for
taking up too much of peoples’ time was the top self-sabotaging behavior subcategory for
the survey, as identified by six participants. Table 40 presents a summary of the data.
Table 40 – Isolating Self-Sabotaging Behaviors as Reported in Surveys and
Interviews
Table 40. Isol ating Self-S abotagi ng Be haviors as Reported in Surveys and I nterviews

Self-sabotaging
Survey-reported behaviors
Interview-reported behaviors
Behavior
% of
% of
Category:
References n
References n
Participants
Participants
Isolating
I have been afraid
to reach out to
5
5
50%
2
2
20%
people I didn’t
already know
I was unaware of
the types of
support needed to
5
5
50%
2
2
20%
move ahead in my
career
I felt guilty for
taking up too much
6
6
60%
1
1
10%
of people’s time
I have relied
exclusively on
2
2
20%
6
2
20%
female mentors
I relied only on
networking
2
2
20%
1
1
10%
upstream
TOTAL
20
7
70%
13
3
30%
Note. n represents the number of participants who experienced the self-sabotaging
behavior.
Disempowering other women. Disempowering other women was the eighth
ranked self-sabotaging behavior category identified by participants during interviews. It
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was referenced 12 times by 80 percent of participants. Table 41 provides an overview of
the subcategories within the disempowering other women category, as organized by the
most referenced to least referenced.
Table 41 – Disempowering Other Women Self-Sabotaging Behavior as Reported
in Interviews
Table 41. Dise mpowering Other Wo men Self-Sabota ging Behaviors a s Rep orted in Interviews

Self-sabotaging Behavior Category:
% of
References
n
Disempowering Other Women
Participants
I have talked behind a woman’s back
3
3
30%
I have held women to a higher standard at
3
3
30%
work than men
I have felt jealous of other women who have
2
1
10%
“made it”
I have felt too busy to help other women
0
0
0%
I thought, “why should I help other women
0
0
0%
since I did it the hard way?”
Note. n represents the number of participants who experienced the self-sabotaging
behavior.
All participants admitted to engaging in behaviors that disempowered other
women in their survey responses but had much less to say in interviews. Participant A
said, “I think we all have some jealousy of other people. If they don’t, they’re not being
honest.” Participant B had an experience with a female supervisor that did not want her
to say anything that wasn’t in her favor:
I kind of shut myself down because she was my supervisor. She basically told
me, “Stay in your lane; you’re doing stuff you’re not supposed to be doing. Let
the experts in the room speak.” Her friend was the quote expert, and I was not an
expert. So, I had to be really careful until she retired because she was kind of
watching everything and she was trying to sabotage me.
Participant D said, “It’s important that women empower each other. There’s also
something that in society we’ve been bred to be critical of each other and we can’t afford
to do that. So, I think it’s super critical for us to overcome this as women together in the
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world.” Participant E recalled her experience being interviewed by a strong female
leader:
I interviewed for a job, and I think the reason I didn’t get the job is because the
female leader didn’t want another strong female. She didn’t say that to me, but
the job is still open. I was one of the top candidates, I knew plenty of people on
the panel. I think there’s an underlying reason I didn’t get selected for the
position.
Participant H said:
I am all for women and women leadership, women leader, but I just don’t feel like
me working with women is a good mix. Most of the mentors and circle of people
I reach out to, my friends, are females. But in the profession, I think it may be
mostly men. It’s so sad to say because I’m all about girl power, but I’m still
trying to figure this one out. I’m working on my self-talk with this one because I
think it could be self-sabotaging.
Table 42 is a comparison table to triangulate the data from the survey and
interviews related to the self-sabotaging behavior category disempowering other women.
Disempowering other women was identified by ten of the participants in the survey and
eight participants in the interview. Talking behind a woman’s back and holding women
to a higher standard at work than men were the top self-sabotaging behavior
subcategories for the interview, as identified by three participants, and talking behind a
woman’s back was also the top self-sabotaging behavior subcategory for the survey, as
identified by nine participants. Table 42 presents a summary of the data.
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Table 42 – Disempowering Other Women Self-Sabotaging Behavior as Reported
in Surveys and Interviews
Table 42. Dise mpowering Other Wo men Self-Sabota ging Behaviors a s Rep orted in Surveys and Interviews

Self-sabotaging
Survey-reported behaviors
Interview-reported behaviors
Behavior
Category:
% of
% of
References n
References n
Disempowering
Participants
Participants
Other Women
I have felt too busy
to help other
0
0
0%
0
0
0%
women
I thought, “why
should I help other
0
0
0%
0
0
0%
women since I did
it the hard way?”
I have felt jealous
of other women
2
2
20%
2
1
10%
who have “made
it”
I have talked
behind a woman’s
9
9
90%
3
3
30%
back
I have held women
to a higher
3
3
30%
3
3
30%
standard at work
than men
TOTAL
14
10
100%
13
3
30%
Note. n represents the number of participants who experienced the self-sabotaging
behavior.
Infusing sex/gender role confusion in the workplace. Infusing sex/gender role
confusion in the workplace was the lowest ranked self-sabotaging behavior category
identified by participants during interviews. It was referenced 11 times by 70 percent of
participants. Table 43 provides an overview of the subcategories within the infusing
sex/gender role confusion in the workplace category, as organized by the most referenced
to least referenced.
Infusing sex/gender role confusion in the workplace was not a self-sabotaging
behavior identified by the majority of participants, but some experiences of participants
follow. Participant A said, “I think there’s some natural teasing and flirting that happens
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now. Has it been flirting to get somewhere? No. Teasing? Yes, but never to get
somewhere for a job.” Participant H admitted to being guilty of flirting as well, saying:
Table 43 – Infusing Sex/Gender Role Confusion in the Workplace SelfSabotaging Behavior as Reported in Interviews
Table 43. In fusin g Sex/Gender Role Con fusio n in the Workpla ce Self -Sabota ging Be haviors as Reported in I nterviews

Self-sabotaging Behavior Category:
% of
Infusing Sex/Gender Role Confusion in the References
n
Participants
Workplace
I have flirted at work
5
4
40%
I have dressed sexy at work
3
3
30%
I have exhibited “girl” like behaviors such as
2
2
20%
twirling my hair or using baby talk
I have exhibited male like qualities that aren’t
1
1
10%
part of my natural personality
I have squashed my natural feminine qualities
0
0
0%
Note. n represents the number of participants who experienced the self-sabotaging
behavior.
I’ve been intentional about building circles, and there are circles with men who
are in gatekeeper positions. I think I may intentionally target them and build
relationships – appropriate relationships – but it comes with a lot of smiles and
compliments. It’s helped with being able to access some resources so that I can
move a little quicker in my work so it isn’t a barrier for things I need to do.
Participant F recalls a situation early in her career regarding her choice of attire:
Early in my career I had a wardrobe malfunction. I did have an assistant principal
who had to pull me aside and say, “Your dress is making me uncomfortable.” It
was one of those that wrapped over, and I didn’t realize it, but was so thankful for
having someone who would let me know that. I don’t believe I wore that dress
again to work, or I had a safety pin, because I tend to be wearing more masculine
and modest clothing now.
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Participant G had similar experience in being mindful of her attire:
I used to wear more dresses and skirts and I absolutely do not wear them at work
now. I am a suit person every day with pants. I’m still creative and there are
flowers on my blouse and it’s not stale, it still has flare, but I wear pants and
purposefully wear heels. I’m a short person – five foot three – so I can be five
foot seven because men are taller, and people notice taller people. So, I actively
think about every outfit I wear.
Table 44 – Infusing Sex/Gender Role Confusion in the Workplace SelfSabotaging Behavior as Reported in Surveys and Interviews
Table 44. In fusin g Sex/Gender Role Con fusio n in the Workpla ce Self -Sabota ging Be haviors as Reported in Surveys an d Interviews

Self-sabotaging
Survey-reported behaviors
Interview-reported behaviors
Behavior
Category:
Infusing
% of
% of
References n
References n
Sex/Gender Role
Participants
Participants
Confusion in the
Workplace
I have dressed sexy
3
3
30%
3
3
30%
at work
I have squashed
my natural
2
2
20%
0
0
0%
feminine qualities
I have exhibited
male like qualities
that aren’t part of
0
0
0%
1
1
10%
my natural
personality
I have exhibited
“girl” like
behaviors such as
1
1
1%
2
2
20%
twirling my hair or
using baby talk
I have flirted at
3
3
30%
5
4
40%
work
TOTAL
9
6
60%
11
7
70%
Note. n represents the number of participants who experienced the self-sabotaging
behavior.
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Participant I recalled her experience with being mindful of attire:
I would never tell you that there’s a shirt that I look sexy in; I probably do
sometimes think I look sexy, but it’s not because I am trying to get anything from
work. It’s just that I want to feel that way as a woman. There’s nothing wrong
with showing your feminine side as a woman and coming to work that way. Our
society has sometimes guilted us for that, and I think that’s wrong. I think it’s
okay, we should look pretty, and feel good about ourselves.
Table 44 is a comparison table to triangulate the data from the survey and
interviews related to the self-sabotaging behavior category infusing sex/gender role
confusion in the workplace. Infusing sex/gender role confusion was identified by six of
the participants in the survey and seven participants in the interview. Flirting at work
was the top self-sabotaging behavior subcategory for the interview, as identified by four
participants, and dressing sexy at work and flirting at work were the top self-sabotaging
behavior subcategories for the survey, as identified by three participants. Table 44
presents a summary of the data.
Research Question Two: Impact of Self-Sabotaging Behaviors
The second research question asked, “What impact did self-sabotaging behaviors
have on the leadership careers of female assistant superintendents?” Specifically, the
survey assessed whether the self-sabotaging behaviors had an impact on the leadership
careers of female assistant superintendents, while the interviews assessed the type of
impact self-sabotaging behaviors had on their career development efforts. Additionally,
interviews sought to determine which self-sabotaging behaviors had the most impact on
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women attempting to promote within their careers. The following is a presentation of the
findings from the surveys and interviews.
Quantitative Data Analysis and Presentation
The survey results were analyzed to determine the mode for frequency for each
rating. To understand the overall impact, the following ratings were categorized as
agree: strongly agree, agree, agree somewhat, and the following ratings were categorized
as disagree: disagree somewhat, disagree, strongly disagree. As highlighted in Figure 5
(reproduced here for convenience), 70 percent of female assistant superintendents agreed
that some of the self-sabotaging behaviors had an impact of their career development,
while 30 percent disagreed.
Figure 5 – Participants’ Belief that Self-sabotaging Behaviors Had an Impact on
Career Development

Quantitative Data Analysis and Presentation
The interview sought to understand the type of impact self-sabotaging behaviors
had on participants career development. Themes emerged as each participant shared an
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example or story of the type of impact the self-sabotaging behaviors had on their career
development efforts.
The good old boys club. Three participants had experiences that triggered selfsabotaging behaviors in the form of the good old boys club. Participant C stated:
I know I can climb the ranks higher to be a superintendent, but it all depends on
the district you work for. Right now, I’m in a good old boys farming district.
They’ve had one women superintendent in their history here in this little town and
she lasted a year. Since I’ve been in this position, there have been two
superintendents, both men. I feel like they’re not ready. They still need to see
what I can do in order for them to trust that, however, it’s such a good old boys
political thing that sometimes I feel like they don’t think I can be right in that
realm. Maybe I haven’t proved to them that I could be in that realm because I
don’t brag about myself, and maybe I need to with the whole good old boys thing.
Participant E recalled her experience with a male principal she worked for who
was a member of the good old boys club:
He would sit in his office; he had a full screen TV in there and would watch
sports. He did love talking to kids, so he would have kids in and out all the time,
but never was an instructional leader. He was never out in classes, not helping to
improve practice, not talking to any kids other than the white, rich kids. He
played a game. I was there for a year then went to become the principal for
alternative programs in the same district.
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Participant G shared how her experience attending women’s conferences and
becoming aware that the good old boys club still existed gave her the strength to
recognize the good old boys mentality in her own district:
It was through a women’s conference where other female superintendents
presented on this topic where I thought, “Okay, what I’m experiencing is real.
I’m not crazy.” There are a lot of males at the cabinet-level who would golf
together on the weekends, and a lot of decisions were being made on the golf
course. Women don’t necessarily like golf, so why should we have to learn how
to golf to be part of the decision-making?
Participant H summed up her experience with the good old boys club poetically:
At the end of the day there may be some things that you doubt or you may show
up a certain way. I think you have to have the confidence and the strength to be
able to lead a group. Oftentimes, women in the profession are doubted, and
maybe it’s because they’re just not used to seeing many women at the help. It’s
been a profession superintendency that’s been dominated by men. So, I think
people need to know who we are but see what we can do to gain their confidence.
And even if we still don’t have their confidence, we have the confidence to lead
anyway.
Board member issues. Three participants had experiences that triggered selfsabotaging behaviors in from board members. Participant B stated:
There are a few of the men that didn’t appreciate me because I’m a strong woman
and when it came to moving up, a couple of the male board members wouldn’t
allow it. They would say things like, “She doesn’t deserve it, we’re heard
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complaints about her at the high school.” One of the men had been the principal
of the high school before and the other had also been an administrator at the high
school.
Participant G recalled her experience with board members:
There are so many more politics to factor in how the board receives messages –
how to be a member of cabinet, how to sell an idea to different players in the
game, etc. If you’re focused on the same work ethic you’ve had in terms of your
perfectionism and getting it done, or being task-oriented, and you don’t stop to
consider all the politics, you end up making mistakes and people give you
feedback. At first, the feedback can feel like criticism because you’re used to
being a high performer. I’ve watched women crumble getting feedback they’re
not used to, and they reject it.
Participant I had a similar experience with board members triggering selfsabotaging behaviors:
At my former district, the school board was a little crazy and fired the
superintendent. Then the board president came and spoke to me and said that he
thought because I was female and too young that I shouldn’t be in my position as
well. So, I decided instead of staying there and seeing what was going to happen,
I found another job in a different district.
These are all examples of how external barriers in the form of board member
biases triggered self-sabotaging behaviors for these assistant superintendents along their
career paths. Participant I shared that before the interaction with the board member who
stated that she was too young and female and shouldn’t be in her position, she never
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would have doubted herself and her ability to rise the ranks of educational leadership.
However, that experience has stuck with her and given her pause at various potential
career advancement opportunities she’s been presented with along the way.
Research Question Three: Strategies to Overcome Self-Sabotaging Behaviors
The third research question asked, “What strategies did female assistant
superintendents use throughout their leadership careers to overcome self-sabotaging
behaviors?” The interviews sought to identify the different strategies the participants
used to counteract self-sabotaging behaviors. The following is a presentation of the
strategies identified in order of the strategies utilized by most participants, first followed
by a presentation of the self-sabotaging behaviors that can be overcome by each strategy.
Qualitative Data Analysis and Presentation
Table 45 displays the data for effective power domain strategies for all selfsabotaging behaviors. For each self-sabotaging category, participants identified specific
strategies used to counteract any self-sabotaging behavior within that category. All
Table 45 – Effective Power Domain Strategies for All Self-Sabotaging Behaviors
Table 45. Effective Power Do main Strategies fo All Self-Sab otaging Behaviors

% of
Participants
Constructive preparation
62
10
100%
Owning all of oneself
47
10
100%
Building a power web
45
9
90%
Empowering other women
36
10
100%
Recognizing women’s unique destiny
32
9
90%
Cultivating self-intimacy
30
10
100%
Embracing one’s sexuality
29
8
80%
Honest self-expression
27
8
80%
Acting with confidence
26
9
90%
Note. n represents the number of participants who referenced the power domain strategy
Power Domain Strategy

References

n

participants shared examples of the following power domain strategies: constructive
preparation, owning all of oneself, empowering other women, and cultivating self-
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intimacy. Constructive preparation was referenced 62 times, making it the most
referenced power domain strategy. Owning all of oneself was referenced 47 times,
making it the second most referenced power domain, followed by building a power web,
which was referenced 45 times. Table 45 provides a summary of the strategies to
overcome self-sabotaging behaviors.
Recognizing women’s unique destiny. Table 46 represents a summary of the
data from interviews related to the power domain strategy recognizing women’s unique
destiny. Embracing new experiences was the top-identified power domain strategy
within the recognizing women’s unique destiny domain and was referenced 10 times by
seven participants. Recognizing women’s unique destiny was referenced a total of 32
times by 90 percent of participants.
Table 46 – Recognizing Women’s Unique Destiny Strategies as Reported in
Interviews
Table 46. Re cog nizing Wome n's Uniq ue Destiny Strategies as Re ported in Interviews

Power Domain Strategy:
Recognizing Women’s Unique Destiny

Number of Participants’ Behaviors
Reported in Interviews
% of
References
n
Participants
10
7
70%

Embracing new experiences
Taking productive risks and
8
6
60%
stepping out of comfort zone
Looking internally for how to
5
5
50%
make things go well
Maximizing personal value
5
5
50%
Recognizing the toxicity of the perfection
3
3
30%
standard and embracing internal imperfection
TOTAL
32
9
90%
Note. n represents the number of participants who referenced the power domain strategy
to overcome the self-sabotaging behavior
Participant B pushed herself to embrace new experiences, take productive risks
and step out of her comfort zone, stating:
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I pushed myself to be experienced at different grade levels and different school
sites. The library job was great because I worked at every single site in the
district and was able to really understand the different cultures at the different
sites. So, educating myself continuously has helped me overcome that – I don’t
think thinking too small is a problem for me anymore.
Participant D discussed how maximizing her personal value helped her rise the
ranks of leadership:
The lack of teaching experience and lack of teaching credential just became a
thing I had to continuously address. I’d constantly have to give examples of how
I overcame that in my path. Some strategies I used to overcome that would be
that I embraced it as part of my journey. So, if it was a problem for some folks, I
couldn’t change it. I wasn’t going to go back and get my teaching credential and
teaching in the classroom because honestly, if I were to that, the years of teaching
wouldn’t have been enough for some people. So, I had to accept that this was
what I contributed and what I had on paper, but my contributions were so much
more above and beyond that. Acceptance was a piece of it, and then using my
perceived weakness as a tool to grow and using it as an opportunity to be
vulnerable and grow in it.
Participant G discussed how tapping into courage helped her recognize her own
unique destiny:
It took me noticing other people who launched into the principalship and me
realizing I could do it better than them, then finally getting up the gumption to
apply. So, I had a fear of change, fear of leaving the district I worked in. The
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main strategy I invoked for principalship was leaving the district in which I had
spent a lot of time and felt comfortable in. My willingness to move to a new
district was my strategy.
Participant J discussed how perfectionism backfired in her leadership roles:
I believe all educators are perfectionists. The more global and systems-wide my
job has become I’ve had to let go of that. When I was first in this role, I was
probably over controlling of the people who were under me, but that didn’t help
them develop. There was a point in time where I realized I couldn’t do it all, it
was too much and wasn’t my job. I now work with someone who is 100% control
freak and I’ve learned to be less controlling and perfectionistic. I think I’m more
or less fair now.
Constructive preparation. Table 47 represents a summary of the data from
interviews related to the power domain strategy constructive preparation. Feeling the
fear of looking stupid but moving forward anyway was the top-identified power domain
strategy within the constructive preparation domain and was referenced 11 times by six
participants. Constructive preparation was referenced a total of 62 times by 100 percent
of participants.
The most prominent strategy all participants used was in the form of constructive
preparation. It looked different for different participants and following are stories and
examples shared by select participants about their strategies and their journeys.
Participant I shared:
We all have imposter syndrome in our heads. We are all dealing with different
things, so understanding and having grace with yourself first and with others, as
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well as being kind, is huge. That’s the great part about women is we are made for
the kindness part. So, in our organization, how do we use our strengths and not
diminish them because we think we’re different, or that it’s not something that is
welcomed into leadership? Another part is self-improvement. You can model
that for other leaders and be vulnerable with your colleagues. I’ve always told
them, “I’m not perfect. This is what I’m working on.” For them to hear that, they
realize it’s okay to not be perfect.
Table 47 – Constructive Preparation Strategies as Reported in Interviews
Table 47. Co nstructive Preparatio n Strategies as Re ported in Interviews

Number of Participants’ Behaviors
Reported in Interviews
% of
References
n
Participants

Power Domain Strategy:
Constructive Preparation

Feeling the fear of looking stupid, but moving
11
6
60%
forward anyway
Embracing career changes
10
6
60%
Taking control in unfamiliar situations
9
5
50%
Feeling the fear of rejection, but moving
8
5
50%
forward anyway
Learning from mistakes and moving on
6
5
50%
Embracing change
5
3
30%
Understanding impostor syndrome is
4
4
40%
genderless and embracing the unknown
TOTAL
62
10
100%
Note. n represents the number of participants who referenced the power domain strategy
to overcome the self-sabotaging behavior
Participant G shared:
It’s critical to have awareness. I have more awareness of these behaviors because
I actively went to a women’s conference a couple of years in a row and learned
about networking with other women, educating oneself, attending conferences or
career education, engaging in learning about women as leaders. That’s what’s
helped me the most – the education about it made me reflect on myself as a
leader, my development and my everyday actions so I can continue to improve.
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Then all of that helped me be a better mentor to other women and learn about
sponsorship. Education, education, education.
Participant D shared her experience in feeling like an imposter and how she overcame it:
At the time when I was applying for a principal job, they were asking so many
questions around curriculum and instruction, and I realized I needed to learn more
about that so I didn’t feel like an imposter and so I could build my confidence.
So, for me if I feel like I’m weak or not knowledgeable in anything, my go-to is
inquiry and learning alongside with different people.
Participant B also discussed the importance of being educated and well-read to
help constructively prepare for rising the ranks of educational leadership:
The best thing I’ve done is to be well-read on everything and get help from my
county counterparts and check with them. I’ve had close contact with many
individuals and have taken the time to find out exactly what steps to take and
what needs to be done to make sure I’m more prepared and not afraid of the
unknown.
Owning all of oneself. Table 48 represents a summary of the data from
interviews related to the power domain strategy owning all of oneself. Actively seeking
out feedback for improvement was the top-identified power domain strategy within the
owning all of oneself domain and was referenced nine times by six participants. Owning
all of oneself was referenced a total of 47 times by 100 percent of participants.
Participant C discussed how district norms helped her own all of herself
Early on in my career we had district norms that were set, and one of them was to
presume positive intentions. I really dedicated myself to do that so I wouldn’t
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have the misunderstanding oneself sabotaging behavior. So, I always assume
people are coming from a good place and asking questions to get more
information. I did that pretty early on and that’s what really helped me advance; I
didn’t assume or get frustrated with people. Asking more questions to get to the
root of everything before jumping to conclusions has been key.
Table 48 – Owning All of Oneself Strategies as Reported in Interviews
Table 48. Owni ng All of Oneself Strategies a s Rep orted in Interviews

Number of Participants’ Behaviors
Reported in Interviews
% of
References
n
Participants

Power Domain Strategy:
Owning All of Oneself

Actively seeking out
9
6
60%
feedback for improvement
Accepting compliments and
7
5
50%
praise with dignity
Embracing one’s accomplishments
7
5
50%
and owning them with confidence
Utilizing aspects of oneself as a catalyst for
7
4
40%
constructive personal development
Taking peoples’ criticism and utilizing it as a
6
4
40%
source for positive change
TOTAL
47
10
100%
Note. n represents the number of participants who referenced the power domain strategy
to overcome the self-sabotaging behavior
Participant D discussed how difficult feedback allowed her to catalyze positive change:
I kept getting turned down when applying for various positions, and next thing I
know the superintendent is in my office very graciously telling me that she sees
tons of potential in me, but that Im maxed out and only 30 years old and not going
to get any other position. She told me that I would never grow or be a
superintendent because I didn’t have site-level experience. So, it was hard going
from a director to a vice principal, but it definitely taught me a lot about how to
rise above in terms of disappointment. Even though it’s hard, sometimes we all
need feedback.
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Participant E discussed the importance of just accepting compliments instead of
trying to redirect them, saying, “I’ve worked really hard when someone gives me a
compliment to just say ‘thank you’ and not justify it because of some sort of learned
behavior as a child.” Participant F discussed how her contract has allowed her to seek
feedback for improvement:
In my role as assistant superintendent in my last district and current, it’s written in
my contract that I have a midterm evaluation and final evaluations where I set
goals. So, I’m able to use some of that language or formality to bring things up
and it feels less awkward to me. In September, I created a few goals and asked
for feedback about whether I was on the right track. In January, I’ll probably
solicit some feedback related to the goals, and that makes it easier to engage with
my direct supervisor. I also tend to ask a lot of open-ended questions, do
coaching and listening, as well as using formal language.
Participant G stated:
In the early days of being a district administrator, I’d be offended by feedback,
but over time I’ve just built it into the process and learned how to confidently ask
for feedback and review of my work. I’ve become more attuned to asking
questions or seeking feedback so I can perform well and avoid criticism. So
ultimately, the strategy is asking questions and being aware that feedback exists at
this level and is constant because it’s so political. There is always someone with a
different opinion that wants to give you feedback and you just sort of toughen
your skin over time.
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Participant H discussed how feedback is an investment and crucial when rising
the ranks of leadership:
I assume that it’s awkward for anyone to have people constantly giving them
affirmations of positive words about their leadership, so it does make me a little
uncomfortable. But I’m a person who is super reflective, and I will get frustrated
if I don’t feel like I’m receiving the feedback I want. As a leader, I feel like
feedback is an investment; if you’re truly invested in me and my success, then
you’re going to be open about where I am succeeding and where I am failing.
You should want me to improve, because that tells me you’re investing in me.
Honest self-expression. Table 49 represents a summary of the data from
interviews related to the power domain strategy honest self-expression. Speaking up in
situations warranting a strong voice and embracing confrontation as a natural part of
self-development were the top-identified power domain strategies within the honest selfexpression domain and was referenced eight times by six participants.

Honest self-

expression was referenced a total of 27 times by 80 percent of participants.
Participant A joked, “I’m not a wallflower. I’m not one to hold back. I almost feel like
I’ve had to do the other side where I really need to learn to balance when to say
something versus when to intervene.” Participant E discusses strategies she has used to
help with honest self-expression:
I run to change. I love change. I will cause chaos if there is not enough chaos
because things need to be moving and changing and different and innovative.
Sometimes that gets in the way of getting things done because I want to move so
quickly and think “big picture.” One of my former superintendents said that
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“being nice” is how educators are wired and that we didn’t get into this business
to tell people all the things they did wrong. But, I will always be worried about
hurting your feelings – not as much as I did when I was younger, and if anything I
could be better at is because I want people to do that for me.
Table 49 – Honest Self-Expression Strategies as Reported in Interviews
Table 49. Hone st Self-Expressi on Strategies as Re ported in Interviews

Number of Participants’ Behaviors
Reported in Interviews
% of
References
n
Participants

Power Domain Strategy:
Honest Self-Expression

Speaking up in situations
8
6
60%
warranting a strong voice and opinion
Embracing confrontation as a natural part of
self-development, and utilizing confrontational
8
6
60%
situations as a catalyst for personal change
Saying “yes” only when wanting to
2
2
20%
Avoiding taking sides when
0
0
0%
wanting to stay neutral
TOTAL
27
8
80%
Note. n represents the number of participants who referenced the power domain strategy
to overcome the self-sabotaging behavior
Participant F discusses how being nice to avoid confrontation can be dependent
upon who the conversation is with. For example, with colleagues at the same level,
Participant F is hesitant to confront her peers, especially when in a large group, but will
have an open one-on-one conversation after the fact to resolve issues, saying, “I play nice
in large group situations, but do speak up in private when I need to.”
Acting with confidence. Table 50 represents a summary of the data from
interviews related to the power domain strategy acting with confidence. Making bold
statements with confidence was the top-identified power domain strategy within the
acting with confidence domain and was referenced six times by five participants. Acting
with confidence was referenced a total of 26 times by 90 percent of participants.
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Table 50 – Acting with Confidence Strategies as Reported in Interviews
Table 50. Acting with C onfi dence Strategies a s Rep orted in Interviews

Number of Participants’ Behaviors
Reported in Interviews
% of
References
n
Participants

Power Domain Strategy:
Acting With Confidence

Making bold statements
6
5
50%
with confidence
Actively participating
5
4
40%
during meetings or discussions
Reaching out for help when needed
3
3
30%
Utilizing positive self-talk
3
3
30%
to boost confidence
Volunteering the correct answer and
2
2
20%
embracing one’s intelligence
Embracing criticism as a catalyst for personal
1
1
10%
change
Sitting in the front in
1
1
10%
meetings and conferences
Apologizing only when necessary
0
0
0%
TOTAL
26
9
90%
Note. n represents the number of participants who referenced the power domain strategy
to overcome the self-sabotaging behavior
Acting with confidence was a strategy that took many participants a lot of trial and
error, including the following participants. Participant B said:
I pushed myself to be experienced at different grade levels and different school
sites. The library job was great because I worked at every single school site in the
district and was able to understand the different cultures and different sites.
Educating myself continuously has helped me overcome these issues.
Participant C discussed the importance of listening to her superiors describe her to
help increase confidence:
I spoke to the director that was above me, as well as the superintendent and relied
on them to build up my confidence. When I was getting ready to graduate with
my doctorate, they boosted me up and discussed the value of my degree in
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organizational leadership combined with experience in all realms. Listening to
those higher up and allowing myself to hear them describe me has been important
in this realm.
Participant F discussed her experience working with a coach to help build her
leadership skills in this area:
I speak up and sit in the front but being direct has been a struggle for me. I’m
working with a coach – our cabinet and board are working with a pair of coaches,
all of us having the same coach to help build alignment in our leadership team and
organizational leadership. One of the things my coach has helped me with is
seeing how using soft language and being nice isn’t always clear, especially when
working with the board, who are non-educators. They may not get my inferences,
my indirect suggestions, so it’s better to be specific and clear.
Participant I shared a few strategies she uses to help act with confidence:
I’m a very declarative person when I talk, so people don’t want to jump in. So, the
strategy I use has been to always be the last word; after everyone talks, then I talk
because people were afraid to say something because of my declarative nature.
To help with this, I take a drink into meetings and when it feels like I need to talk,
I sip on my drink. It helps to keep me from jumping in all the time.
Cultivating self-intimacy. Table 51 represents a summary of the data from
interviews related to the power domain strategy cultivating self-intimacy. Incorporating
“down time” as a consistent part of one’s routine was the top-identified power domain
strategy within the cultivating self-intimacy domain and was referenced eight times by six
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participants. Cultivating self-intimacy was referenced a total of 30 times by 100 percent
of participants.
Table 51 – Cultivating Self-Intimacy Strategies as Reported in Interviews
Table 51. Cultivating Self-Inti macy Strategies as Reported in Interviews

Number of Participants’ Behaviors
Reported in Interviews
% of
References
n
Participants

Power Domain Strategy:
Cultivating Self-Intimacy

Incorporating “down time” as a consistent part
8
6
60%
of one’s routine
Taking vacations and
5
5
50%
breaks whenever possible
Embracing alone time
4
4
40%
Giving oneself plenty of time
2
2
20%
to mourn losses and cry
Utilizing “being wrong” as a
means to learn about oneself and
2
2
20%
constructively change
Letting go of past wrongs to make room for
2
2
20%
new personal growth
TOTAL
30
10
100%
Note. n represents the number of participants who referenced the power domain strategy
to overcome the self-sabotaging behavior
Participant A discussed the importance of being reflective throughout her career:
I over reflect. I would say it’s important for anyone, female or male, to be able to
self-reflect and look at the sabotaging behaviors that interfere. I think there are an
equal number of men and women who self-sabotage.
Participant C discusses her strategies for taking time for reflection:
I really prided myself the last two years on taking a vacation setting, setting my
emails to say I’m out of the office and really taking the time that I need. We have
various meetings throughout the day, including board meetings, and they can be
pretty stressful at times, especially now during COVID. It takes me awhile to
wind down from them and it’s just because I’m reflecting. So, this is an area I
feel really comfortable in.
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Participant D also discussed the effect of COVID on self-reflection:
COVID has been a kicker for all of us and it’s blurred the line with boundaries,
but I find myself being intentional in not taking work home tonight and leaving
my laptop at work. So, that’s a tool I use to keep that separation. Sometimes I’ll
even leave it here over the weekend if I need to take the time.
Participant G stressed the importance of balance during the pandemic as well:
There was a time during the pandemic where we were having a department
meeting, and every single person in the meeting was affected by a health issue;
not just COVID, but cancer, tragic accident, mental health, heavy stuff. She said,
“We need to make sure we are balancing out our time.” So now I don’t open my
computer at home on the weekends and don’t check emails on the weekends.
Participant I shared her experience transitioning from a workaholic to a more
balanced schedule:
I am a lot better because I actually try to turn off probably around 5:30 or 6, but I
leave work and I don’t turn on until I come back to work, which is usually around
7:30. So, that has been a huge game changer for family and marriage and all of
that. I don’t know what the strategy is for that other than just doing it. I think in
education a reflection team is something our whole system needs to look at
because we don’t have reflection time built into our systems in education. But for
me personally, I try to start my day with prayer or meditation, and goal-setting,
then end the day with writing and thinking and having quiet to help drown out the
noise in our world taking those moments.
Participant J shared her strategy for cultivating self-intimacy:
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I’m very methodical about separating my work and personal lives as much as I
can. I’m an avid bike rider and I always tell people on Saturday morning, I ride
the crazy away. I reflect on everything that happened: good, bad, and indifferent,
and I let it go and move forward. I’ve learned how to balance and work with a
team that I trust to maintain the balance.
Building a power web. Table 52 represents a summary of the data from
interviews related to the power domain strategy building a power web. Seeking out male
and female mentors was the top-identified power domain strategy within the building a
power web domain and was referenced 13 times by seven participants.

Building a

power web was referenced a total of 45 times by 90 percent of participants.
Table 52 – Building a Power Web Strategies as Reported in Interviews
Table 52. Building a P ower Web Strategies as Reported in I nterviews

Number of Participants’ Behaviors
Reported in Interviews
% of
References
n
Participants
13
7
70%

Power Domain Strategy:
Building a Power Web

Seeking out male and female mentors
Actively seeking supports to
9
7
70%
aid in career advancement
Embracing horizontal and vertical networking
opportunities as a means of professional
8
6
60%
growth
Reaching out to new people with confident
7
5
50%
vulnerability
Not allowing internal feelings
of guilt to prevent taking necessary time for
2
2
20%
professional advancement opportunities
TOTAL
45
9
90%
Note. n represents the number of participants who referenced the power domain strategy
to overcome the self-sabotaging behavior
One of the major themes that continued coming up in interviews was the need for
female leaders to be educated and well-read on everything pertaining to their work and
their industry. Part of being educated includes building a power web, and several
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participants shared stories of how they did this throughout their careers. Participant B
shared:
When I got to my new job and was the GATE teacher, I joined almost every club,
including school site council and district committees. I really put myself out there
and got involved in everything to get my name out there and create a good
reputation for myself. I’ve also been sure to be well-read on everything.
Sometimes that has meant getting help from my county counterparts, auditors,
and other colleagues so we are more prepared. I also don’t just rely on female
mentors – I have a lot of male mentors that I work with. I’ve learned to ask
questions; at first I thought it was a sign of weakness, and it took me a couple
years to realize I need to ask for help. I am in ACSA which is a good networking
organization. I’ve met people in the valley with similar jobs and we keep in
contact with each other.
Participant D shared the power in networking across departments and genders:
I think there is power in cross-networking across departments, across labor
groups, across positions. I’ve always felt it’s important for us to hear the voices
of others, a variety of voices in leadership. So for me, if I was to be isolating, that
would be so hazardous to me in terms of my leadership. Being able to talk with a
variety of different groups is what helps me know what the system needs and how
to support it. I’ve been fortunate where I’ve had both male and female mentors
and there’s definitely something beautiful about having a female mentor that’s
more like you. But, I’ve benefited greatly from male mentors too, or champions.

159

Participant E shared her experience with a male mentor that has shaped her career
all the way up through today:
I had an amazing mentor and a superintendent who is still a mentor for me today.
He believed in me and he supported me. He said, “You can do anything you
choose to do, and I will let you run your school. I will let you have a rope that
goes out so far and I’ll never let you fall over the cliff.” I will admire that in a
leader forever. He let me make my decisions, and if it was something he thought
would backfire, he sat and talked me through it and said, “You can leave it the
way it is, or I can help you strategize how to recover from this, but the message
will come from you; it will never come from me as the superintendent, it will only
come from you.”
Participant F shared her experience starting a leadership network in her county,
and understanding the difference between mentorship and sponsorship:
I helped to start a women’s leadership network in my county and we would do
periodic dinners and events with different speakers. One of the speakers talked
about the difference between mentorship and sponsorship. So we made that
commitment to sponsor each other, because it was personally awkward to
celebrate my successes, but it’s not at all awkward for me to celebrate your
successes and brag about you to the world. The more we can do that for each
other, the better. I love when we can make those joint commitments and model
that.
Participant G shares a main strategy for building a power web:
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My main strategy is knowing that networking organizations exist and becoming
educated by going to women’s conferences and being part of a women’s network.
I am part of the women educational leaders network in two counties and one
university. Another strategy is having conversations with other women to
increase awareness. A lot of us in public education and teaching don’t have the
same reality as wealthy communities where students are immediately doing
internships, joining sororities, fraternities and networking, networking,
networking – that’s really why they went to college was to meet the other masters
of the universe. And it takes time, so, the sooner we can increase awareness
around the power of networking, branching out, pushing through the insecurity of
not knowing people and networking, the better.
Participant J shared a more recent strategy she uses for networking:
I think I have a strong Twitter game and it’s wide and diverse and allows me to
continue to learn as a teacher and leader and in all aspects of education. The
pandemic was the hardest time in my career because I didn’t have those
opportunities to go to in-person conferences where I’m learning and networking.
Empowering other women. Table 53 represents a summary of the data from
interviews related to the power domain strategy empowering other women. Taking time
to help other women and helping other women for the greater good of women’s equity
were the top-identified power domain strategies within the empowering other women
domain and were referenced 10 times by eight participants.

Empowering other women

was referenced a total of 36 times by 100 percent of participants.
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Many participants shared stories about how empowering women was of utmost
importance to them, some because they were disempowered by other women along their
Table 53 – Empowering Other Women Strategies as Reported in Interviews
Table 53. Empowering Other Wo men Strategies as Reported in Interviews

Number of Participants’ Behaviors
Reported in Interviews
% of
References
n
Participants
10
8
80%

Power Domain Strategy:
Empowering Other Women

Taking time to help other women
Helping other women for the greater good of
10
8
80%
women’s equity
Celebrating women who have “made it” and
4
3
30%
following in their footsteps
Not talking behind women’s
backs and addressing issues head
4
3
30%
on in a respectable manner
Holding women to an
3
3
30%
equal standard as men at work
TOTAL
36
10
100%
Note. n represents the number of participants who referenced the power domain strategy
to overcome the self-sabotaging behavior
journeys. Participant E shared that her first cabinet-level position included a female
superintendent and all-female cabinet:
We still get together fairly regularly as a group of women to support and build
each other up. So that has been a super important part of my journey along the
way is being able to have that because sometimes being with other women is not
to your advantage. But to this day, we are very supportive of each other – we
build each other up, we support each other.
Participant F shared the effect that her experience being disempowered created,
“It’s quite the opposite, in fact, looking for opportunities to coach and mentor up other
aspiring female educators and pay it forward, the great support I’ve had.”
Participant H discussed the importance of ensuring there is intentionality with
mentoring other women:
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When it comes to mentoring people like you, whether it’s gender or race, there
has to be intentionality. I was asked the question at an event I was called to speak
at about how I was intentionally making space for other women. The question
was so powerful, and I didn’t have an answer. There wasn’t anything in my daily
or weekly or monthly practice that was set aside to intentionally support and make
space for growing female leaders. This is something I’m going to be more
intentional about moving forward.
Participant A shared an experience where she created an all-female group of
educational leaders to help build each other up and educate each other about the industry:
We call it the sisterhood and they’re all the female administrators in the district.
When I was still the director, I took all the female assistant principals down to the
Every Child Counts Symposium because I felt like it was really important for
them to have increased knowledge in the special education area. Next year I did a
little fighting for all the female administrators to be able to go to the leadership
conference with me next year.
Embracing one’s sexuality. Table 54 represents a summary of the data from
interviews related to the power domain strategy embracing one’s sexuality. Dressing
professionally at work was the top-identified power domain strategy within the
embracing one’s sexuality domain and was referenced eight times by seven participants.
Embracing one’s sexuality was referenced a total of 29 times by 80 percent of
participants.
Participant I recalled a mentor of hers throughout her career that helped her
embrace her sexuality in a professional manner:
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I had the privilege of working with a mentor in my first district, and she was the
first person I saw as a leader that was a woman. Before her I had seen women
leaders wear suits and look “jockeyish” because it was a high school and use foul
language and try to fit in with the men. This person, I call her my “mom of
education,” was the first person I saw who wore dresses and looked pretty, and
was very respected. She wasn’t a flirty type of person, she was very graceful, she
was older and very well respected. And I thought to myself, “I want to be her.”
She took me under her wing and taught me that you can be witty without being
foul, you can dress professional and still look pretty and not sexy. Because of that
experience with her, I was able to find my niche.
Table 54 – Embracing One’s Sexuality Strategies as Reported in Interviews
Table 54. Embracin g One's Sexuality Strategies as Rep orted in Interviews

Number of Participants’ Behaviors
Reported in Interviews
% of
References
n
Participants
8
7
70%

Power Domain Strategy:
Embracing One’s Sexuality

Dressing professionally at work
Exhibiting mature, professional behaviors,
6
5
50%
facial expressions, and tones in the workplace
Embracing inherent and natural qualities, even
5
5
50%
if they aren’t male-like
Embracing natural femininity
4
4
40%
Maintaining professional
4
4
40%
relationships at work
Allowing others to be responsible for
1
1
10%
stereotypically female expectations
TOTAL
29
8
80%
Note. n represents the number of participants who referenced the power domain strategy
to overcome the self-sabotaging behavior
Participant D recalled her experience as a young director in a large district:
I was definitely mindful of what I wore and how that presented in terms of age,
because I was the youngest director. So, the clothes I wore were more mature
than what I would have typically wanted to wear because I wanted to blend in
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with what was here. I never go to work with the intent of looking sexy, but I do
want to wear clothes I’m comfortable in, that I feel good in. We all have figures,
and I’m always mindful of my hemline and neckline; I’m always seeking to look
professional but I also want to be happy with what I’m wearing.
Participant C echoed a similar sentiment:
I’m very professional, very conservative. I want to be perceived as somebody
professional. I think that in order to be taken seriously on whatever you are
doing, you have to be confident, and confidence includes using the same language
as your colleagues around you. You have to portray yourself professionally.
Parents, teachers, and colleagues will respect you a lot more if you hold yourself
to a higher standard and avoid this whole area.
Participant B took a very conservative approach, while still embracing the natural
male-like qualities already present within her:
I tend to go the opposite direction. I don’t want gender to even be considered, so
I will never dress sexy, always professional. It’s important for me. In my mind,
it’s important that they see me as a person before a woman. I know that’s
impossible, but I don’t ever want to be perceived as someone who is trying to get
something because I’m a woman. It’s kind of opposite in some ways and
probably too far the other way, but I’m not necessarily showing male tendencies
that aren’t innate, but I definitely do downplay the feminine part of it. But I’m a
tomboy, so it’s not really out of character.
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Key Findings
Based on the data collected and analyzed from surveys and interviews, key
findings were found related to the self-sabotaging behaviors female assistant
superintendents experienced throughout their careers, the impact they had on their career
development, and strategies used to overcome these behaviors. Quantitative data gave
preliminary insight into the types of self-sabotaging behaviors participants experienced,
and findings from the qualitative data expanded the depth of response as presented in
surveys. Specifically, qualitative data included self-sabotaging behaviors participants
experienced, impacts of these behaviors, and strategies used to overcome these selfsabotaging behaviors. Based on the research, the following key findings were
discovered.
Self-Sabotaging Behaviors Key Findings
1. The top self-sabotaging behavior referenced in interviews was fear and
worrying, which was referenced 55 times by 100 percent of participants. In
the survey, it ranked fifth place and was identified by 90 percent of
participants.
2. Within the fear and worrying category, becoming anxious when thinking
about a career change subcategory was referenced the most in interviews; 11
times by 80 percent of participants. In the survey, this subcategory was
identified by 30 percent of participants.
3. The second most referenced self-sabotaging behavior referenced in interviews
was misunderstanding oneself, which was referenced 32 times by 90 percent
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of participants. In the survey, it ranked third place and was identified by 100
percent of participants.
4. The third most referenced self-sabotaging behavior referenced in interviews
was holding back, which was referenced 28 times by 90 percent of
participants. In the survey, it ranked first place and was identified by 100
percent of participants.
5. The fourth most referenced self-sabotaging behavior referenced in interviews
was thinking too small, which was referenced 26 times by 90 percent of
participants. In the survey, it ranked eighth place and was identified by 60
percent of participants.
6. The lowest ranked self-sabotaging behavior referenced in interviews and
surveys was infusing sex/gender role confusion in the workplace, which was
referenced nine times by 60 percent of participants in the interviews and
referenced 11 times by 70 percent of participants in the survey.
Self-Sabotaging Behaviors Unexpected Findings
7. Participants were more likely to identify some self-sabotaging behaviors in
surveys rather than in interviews.
8. Specific subcategories within each domain had conflicting results as reported
in surveys and interviews.
9. In the disempowering other women self-sabotaging behavior subcategory, 90
percent of participants in the survey admitted to talking behind a woman’s
back, but in interviews, only 30 percent of participants reported talking behind
a woman’s back.
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10. In the holding back self-sabotaging behavior subcategory, 80 percent of
participants in the survey admitted to apologizing unnecessarily, but in
interviews, 0 percent of participants reported apologizing unnecessarily.
11. In the misunderstanding oneself self-sabotaging behavior subcategory, 80
percent of participants in the survey admitted to focusing on peoples’
criticisms, but in interviews, only 10 percent of participants reported focusing
on peoples’ criticisms.
12. In the fear and worrying self-sabotaging behavior subcategory, only 30
percent of participants in the survey admitted to becoming anxious when
thinking about a career change, but in interviews, 80 percent of participants
reported becoming anxious when thinking about a career change.
Impact of Self-Sabotaging Behaviors Key Findings
13. In the interviews, 100 percent of participants provided examples they believed
had an impact on their career development efforts.
14. In the survey, 70 percent of participants agreed that self-sabotaging behaviors
had an impact on their career development.
15. The top self-sabotaging behavior participants believed had the most impact on
career advancement was fear and worrying as selected by 100 percent of
participants.
16. The second most identified self-sabotaging behavior participants believed had
the most impact on career advancement as misunderstanding oneself, as
selected by 90 percent of participants.
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Impact of Self-Sabotaging Behaviors Unexpected Findings
17. The “good old boys club” is still alive and well, as identified explicitly as a
barrier for 40 percent of participants.
18. Another barrier identified by 30 percent of participants was related
specifically to discriminatory issues by board members.
Strategies Used to Overcome Self-Sabotaging Behaviors Key Findings
19. The top strategy referenced in interviews was constructive preparation and
was referenced 62 times by 100 percent of participants.
20. Within the constructive preparation strategy, feeling the fear of looking
stupid, but moving forward anyway was referenced the most in interviews, 11
times by 60 percent of participants.
21. The second most referenced strategy in interviews was owning all of oneself
and was referenced 47 times by 100 percent of participants.
22. The third most referenced strategy in interviews was building a power web
and was referenced 45 times by 90 percent of participants.
23. The following strategies were also referenced by all participants: empowering
other women and cultivating self-intimacy.
Strategies Used to Overcome Self-Sabotaging Behaviors Unexpected Findings
24. One repeated theme that came up for overcoming self-sabotaging behaviors
was having awareness of self-sabotaging behaviors and educating oneself on
overcoming these behaviors.
25. Another theme identified by 70 percent of participants was having the ability
to engage in open dialogue and have difficult conversations along the way.
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26. The most consistent and repeated strategy cited by 80 percent of participants
was the need for mentors as sponsors along the way.
Summary
The purpose of this explanatory mixed-method study was to identify and describe
self-sabotaging behaviors experienced by ten female assistant superintendents and
explore the impact these behaviors had on their career development. A secondary
purpose of this study was to identify strategies used by female assistant superintendents
to overcome self-sabotaging behaviors. Data collection included an electronic
quantitative survey followed by structured and semi structured open-ended qualitative
interviews. The chapter provided a summary presentation of the data related to the selfsabotaging behaviors, the impact these behaviors had, and strategies female assistant
superintendents used to overcome them. Twenty-six key findings and unexpected
findings were identified. Chapter V provides an overview of the major findings,
conclusions, implications for action, and recommendations for future research.
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CHAPTER V: FINDINGS, CONCLUSIONS, AND RECOMMENDATIONS
This mixed-method study identified and described the self-sabotaging behaviors
experienced by ten female assistant superintendents throughout their career development
and explored the impact these behaviors had on their career development. This study
also identified strategies the ten female assistant superintendents used to overcome selfsabotaging behaviors. Chapter V provides an overview of the purpose of the study, the
research questions, key and unexpected conclusions, implications for action,
recommendations for future research, and concluding reflections.
Purpose Statement
The purpose of this explanatory mixed-method study was to identify and describe
self-sabotaging behaviors experienced by female assistant superintendents and to explore
the impact these behaviors had on their career development. A secondary purpose of this
study was to identify the strategies employed by female assistant superintendents to
overcome self-sabotaging behaviors.
Research Questions
4. What self-sabotaging behaviors have female assistant superintendents
experienced throughout their leadership careers?
5. What impact did self-sabotaging behaviors have on the leadership careers of
female assistant superintendents?
6. What strategies did female assistant superintendents use throughout their
leadership careers to overcome self-sabotaging behaviors?
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Methodology
This explanatory sequential mixed-method study included two phases in which
the first phase was collecting quantitative data through a survey instrument completed by
ten female assistant superintendents located in California. The second phase included
structured and semi structured one-on-one interviews with the ten female assistant
superintendents to gain additional information and depth about the self-sabotaging
behaviors that have impacted their career development, and strategies used to overcome
these behaviors. The interviews were conducted via Zoom in December 2021 and were
audio recorded and transcribed using the online software program Temi. The transcript
was coded using the qualitative analysis software program NVivo.
Population
In the United States, there are approximately 13,728 superintendents (Glass,
2010). Each district had one superintendent and approximately two assistant
superintendents, which deduced approximately 27,450 assistant superintendents (Paisley,
2018). According to Chiefs for Change (2019), women represent 64 percent of cabinetlevel leaders, which include assistant superintendents. Utilizing basic math, this
estimates that there are approximately 17,568 female assistant superintendents in the
United States.
Sample
Purposeful sampling and convenience sampling were used to identify the sample
for the study. Convenience sampling was used to select assistant superintendents in the
state of California. In the 2019-20 school year, the California education system was
comprised of 525 public elementary school districts, 78 public high school districts, 346
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public unified districts, and 88 other public districts totaling 1,037 public school districts
(Education, 2020). Each district had one superintendent, which deduced 1,037 public
school superintendents, and approximately 2,050 assistant superintendents (Paisley,
2018). Purposeful sampling was used to select assistant superintendents who were
female and had at least two years of experience, strong verbal communication skills, and
considered applying for the superintendency at some point throughout their career. The
sample size included ten female assistant superintendents.
Summary of Major Findings
Self-Sabotaging Behaviors Major Findings
Research Question One asked, “What self-sabotaging behaviors have female
assistant superintendents experienced throughout their leadership careers?” In this
explanatory sequential mixed-method study, participants shared examples of selfsabotaging behaviors they experienced throughout their career development, which
answered Research Question One. The major findings are drawn directly from
participants’ responses.
1. The top self-sabotaging behavior categories as reported in surveys include
holding back, not taking time for reflection, misunderstanding oneself, and
dishonesty.
2. The top self-sabotaging behavior categories as reported in interviews include
fear and worrying, misunderstanding oneself, holding back, thinking too
small, and dishonesty.
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Self-Sabotaging Behaviors Unexpected Findings
3. Participants were more likely to identify some self-sabotaging behaviors in
surveys rather than in interviews.
4. The survey data showed larger percentages of self-sabotaging behaviors than
reported in interviews: disempowering other women, holding back,
misunderstanding oneself, and fear and worrying.
Impact of Self-Sabotaging Behaviors Major Findings
Research Question Two asked, “What impact did self-sabotaging behaviors have
on the careers of female assistant superintendents?” In this explanatory sequential
mixed-method study, participants shared examples of how self-sabotaging behaviors
impacted their career development, which answered Research Question Two. The major
findings are drawn directly from participants’ responses.
5. In the survey, 70 percent of participants reported that self-sabotaging
behaviors impacted their career development, however 100 percent of
participants were able to provide examples of how their careers had been
impacted by self-sabotaging behaviors in interviews.
6. The top self-sabotaging behaviors participants believed had the most impact
on career advancement were fear and worrying and misunderstanding oneself.
Self-Sabotaging Behaviors Unexpected Findings
7. The “good old boys club is still prominent in public education and was
identified as a barrier by 40 percent of participants.
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8. Discriminatory issues by board members were cited by 30 percent of
participants as directly impacting career advancement and triggering selfsabotaging behaviors.
Strategies Used to Overcome Self-Sabotaging Behaviors Major Findings
Research Question Three asked, “What strategies did female assistant
superintendents use throughout their leadership careers to overcome self-sabotaging
behaviors?” In this explanatory sequential mixed-method study, participants shared
strategies used to overcome self-sabotaging behaviors, which answered Research
Question Three. The major findings are drawn directly from participants’ responses.
9. The top strategies to counteract self-sabotaging behaviors were constructive
preparation, owning all of oneself, and building a power web.
10. Specifically, within the constructive preparation strategy, feeling the fear of
looking stupid but moving forward anyway was the most prominent strategy
participants used to advance their careers.
11. All participants also referenced empowering other women and cultivating selfintimacy as strategies aiding in educational leadership career advancement.
Strategies Used to Overcome Self-Sabotaging Behaviors Unexpected Findings
12. Repeated themes for overcoming self-sabotaging behaviors included having
awareness of these behaviors and educating oneself on these behaviors and
ways to overcome them.
13. Another prominent theme that surfaced in interviews was having the ability to
engage in open dialogue and have difficult conversations along the way.
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14. The single-most reported strategy for aiding in career advancement was the
need for mentors and sponsors along the way.
Conclusions
Based on the findings of this study and supported by literature, conclusions were
formed concerting self-sabotaging behaviors, their impact, and strategies to overcome
them.
Conclusion One: Fear and Worrying Regarding Career Changes Drastically
Impacts Women Throughout Their Leadership Careers
Fear and worrying, holding back, not taking time for reflection, misunderstanding
oneself, dishonesty, and thinking too small were self-sabotaging behaviors experienced by
at least 90 percent of participants. Many researchers also conclude that self-sabotaging
behaviors impact women’s career advancement (Hauser, 2018; Helgesen & Goldsmith,
2018; Lerner, 2012; Ryder & Briles, 2003). The top self-sabotaging behavior referenced
in interviews was fear and worrying, referenced 55 times by 100 percent of participants.
Within the fear and worrying category, becoming anxious when thinking about a change
in career was referenced the most, 11 times by 80 percent of participants, followed by
feeling like an imposter on the job, referenced 10 times by 70 percent of participants.
Women tend to feel anxious at higher rates than men inherently (Initiative, 2016; Mather,
Lighthall, Nga, & Gorlick, 2010; Taylor et al., 2000), which could be a major
contributing factor in this self-sabotaging behavior category. In interviews, participants
described how excessive worrying and passing up various promotion opportunities
slowed down their career advancement efforts. Studies have shown that women tend to
experience fear and anxiety at higher rates than men, likely leading to the slowing of
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women’s career advancement efforts (Initiative, 2016; Mather et al., 2010; Taylor et al.,
2000). This excessive fear and worrying combined with not being able to accept one’s
own personal accomplishments in the misunderstanding oneself sabotaging category, is a
combination destined to stifle any woman’s career advancement if not addressed and
redirected in a constructive manner. Though brain research has shown that the physical
structures of female brains (Tunc et al., 2016) and hormonal makeup (Initiative, 2016;
Mather et al., 2010; Taylor et al., 2000) may be a root cause of these sabotaging
behaviors, awareness is key so women can proactively utilize strategies to overcome
these behaviors and advance at equal levels as men.
Conclusion Two: Women’s Inability to Accept and Promote Their Own
Accomplishments is a Key Factor Impacting Women’s Career Advancement Efforts
The second most referenced self-sabotaging behavior identified in interviews was
misunderstanding oneself, referenced 32 times by 90 percent of participants. In the
misunderstanding oneself category, not being able to acknowledge personal
accomplishments was referenced the most: 12 times by 60 percent of participants. This
could be explained by physical structures within female brains that differ from men
regarding motivation, processing, and decision-making outcomes (Tunc et al., 2016).
Women tend to give praise and attention outward as part of their genetic makeup
(Initiative, 2016; Taylor et al., 2000), making acknowledging their own accomplishments
a challenge. The third most referenced self-sabotaging behavior in interviews was
holding back, referenced 28 times by 90 percent of participants. Within the holding back
category, preferring not to speak up in a meeting or group discussion was referenced the
most; seven times by 60 percent of participants. Women tend to hold back because of
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their own subconscious reasoning, thoughts, and rationalizations as imposed by a long
history of gender bias and discrimination (Hauser, 2018; Helgesen & Goldsmith, 2018;
Ryder & Briles, 2003).
Conclusion Three: Women’s Key Strategy to Counteract Self-Sabotaging Behaviors
is Feeling the Fear but Doing it Anyway
Research supports participants use many strategies to overcome self-sabotaging
behaviors (Crews, 2020; Montgomery, 2019; Pianta, 2020; Ryder & Briles, 2003;
Thomas, 2020). The top strategies used to overcome self-sabotaging behaviors include
constructive preparation, referenced 62 times by all participants, owning all of oneself,
referenced 47 times by all participants, and building a power web, referenced 45 times by
90 percent of participants. To constructively prepare, 60 percent of participants
described the importance of feeling the fear of looking stupid, but moving forward
anyway, as referenced 11 times. Sixty percent of participants also described the
importance of embracing career changes, referenced ten times. Hauser (2018) recounted
several times throughout her career where she felt fear but continued pushing through to
reach new heights. Several other prominent female figures also cited this need, as well as
embracing career changes (Pianta, 2020; Ryder, 2016; Thomas, 2020).
Conclusion Four: Accepting Feedback, Compliments and Praise is a Key Strategy to
Rise the Ranks of Leadership
To own all of oneself, 60 percent of participants called out the importance of
actively seeking out feedback for improvement. Accepting compliments and praise with
dignity and embracing one’s accomplishments and owning them with confidence were
also cited as being important aspects of owning all of oneself. To assist in accepting
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compliments and praise, building a power web was a crucial strategy for advancing in
educational leadership positions, specifically seeking out male and female mentors and
actively seeking supports to aid in career advancement, referenced by 70 percent of
participants. A power web can include a variety of role models, including parents,
teachers, college professors, administrators, superintendents, and political figures
(VanTuyle & Watkins, 2009). Additional tenets of building a power web included
embracing horizontal and vertical networking opportunities as a means of professional
growth and reaching out to new people with confident vulnerability.
Conclusion Five: Mentors and Sponsors Are Crucial for Women’s Educational
Leadership Career Advancement
A crucial part of building a power web noted by all participants was having a
mentor or sponsor who was willing to be their champion along their path. Participants
described having mentors beginning at the early stages of their careers all through their
current assistant superintendent positions. Their mentors often were able to see
something in them that they couldn’t see in themselves and give them the push and
confidence to take new risks, as well as taut their accomplishments to others to help aid
their career advancements. While some participants tended to seek out female mentors
consistently, others sought out both male and female mentors to help their career
advancement. These mentors consistently pushed participants out of their comfort zones
and encouraged them to seek out various networking opportunities to help build their
power web, in the form of conferences and workshops.
Conclusion Six: Women Admit to Disempowering Each Other, but Hesitate to Talk
About It
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All participants agreed that empowering other women was a key strategy to
counteract the self-sabotaging behavior disempowering other women. However, 90
percent of participants admitted to talking behind a woman’s back in the survey, yet only
30 percent shared stories in this category during interviews. This highlights a crucial
component of leadership that was explicitly called out by 70 percent of participants, but
women still seem to be struggling with: engaging in open dialog and having difficult
conversations along the way. Specific strategies called out to help empower other
women were taking time to help other women and helping other women for the greater
good of women’s equity, cited by 80 percent of participants. However, only 30 percent
of participants discussed the need for actively not talking behind women’s backs and
addressing issues head on in a respectable manner. This continues to be an area of
struggle for women, and women seem to recognize this struggle but have not yet been
able to overcome it in their rising the ranks in educational leadership.
Conclusion Seven: Women Need to Work Extra Hard to Overcome Physical Brain
Structure and Neuroscience Differences Impacting Career Advancement
Biological and physiological differences between men and women present a
unique set of barriers women still combat consistently today (Andersen & Hansson,
2011; Bowles & McGinn, 2008; Initiative, 2016; Mather et al., 2010; Ruderman, 2006;
Small, Gelfand, Babcock, & Gettman, 2007; Taylor et al., 2000; Tunc et al., 2016).
Between women experiencing a higher-than-average stress level than men, experiencing
more fatigue, anxiety and depression than men (Initiative, 2016), and having differences
in hard-wired brain structures responsible for job-level processes such as motivation,
processing, stress response, and decision-making outcomes (Mather et al., 2010; Taylor

180

et al., 2000; Tunc et al., 2016), women need to work extra hard to ensure these
differences do not impede career advancement. Research also supports that these
biological and physiological differences manifest in a variety of self-sabotaging
behaviors, such as fear and worrying, misunderstanding oneself, holding back, thinking
too small and dishonesty (Hauser, 2018; Helgesen & Goldsmith, 2018; Lerner, 2012;
Ryder & Briles, 2003). In the survey, 100 percent of participants admitted to engaged in
self-sabotaging behavior categories of fear and worrying and dishonesty, and 90 percent
of participants admitted to engaging in sabotaging behavior categories misunderstanding
oneself, holding back, and thinking too small.
Fortunately, interviews showed that all participants are actively engaging in
behaviors to counteract these biological and physiological differences. To combat fear
and worrying, 100 percent of participants shared stories of strategies in which they
constructively prepared for career success and advancement. To combat dishonesty, 80
percent of participants shared stories of strategies in which they engaged in honest selfexpression for career success and advancement. To combat misunderstanding oneself,
100 percent of participants shared stories of strategies in which they engaged in owning
all of oneself for career success and advancement. To combat holding back, 90 percent
of participants shared stories of strategies in which they acted with confidence for career
success and advancement. Finally, to combat thinking too small, 90 percent of
participants shared stories of strategies they used to recognize their own unique destiny,
helping them achieve career success and advancement.
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Implications for Action
Based on the results of the study and a thorough review of the literature, the
following implications for action are recommended.
1. The research findings must be shared with key stakeholders within the
education community, including mentors, coaches, and sponsors to help
identify self-sabotaging behaviors women experience in an effort to help them
overcome these behaviors.
2. Professional organizations and universities must host workshops, breakout
sessions and courses to help raise awareness for women’s self-sabotaging
behaviors and teach strategies to overcome them.
3. Research findings must be shared with male and female educational leaders to
help women overcome self-sabotaging behaviors, and to encourage more men
to mentor, coach and sponsor aspiring female leaders.
4. The researcher must present research findings at state and national
conferences, as well as raise awareness on other platforms, including books,
magazines, journals, podcasts, and television segments.
5. Board members must be made aware of women’s self-sabotaging behaviors
and impacts to help eliminate gender bias and discrimination.
6. Parents must be made aware of women’s self-sabotaging behaviors and
impacts to help alleviate potential biases from developing during childhood.
7. Search firm consultants must be made aware of women’s self-sabotaging
behaviors and impacts to help eliminate gender bias and discrimination.
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8. Retired female superintendents must actively seek appointments within search
firms to ensure female representation is present when superintendents are
being considered for various positions.
9. School districts must encourage female leaders to engage in self-reflection and
cultivating self-intimacy as a prime means of reducing self-sabotaging
behaviors.
10. Women seeking to promote their careers in educational leadership must seek
the support of mentors, coaches, sponsors, as well as build a strong personal
support system to assist with personal and family demands.
11. Female empowerment groups should be formed and cultivated within the
public school system beginning in elementary school and continuing through
high school to raise awareness of these innate self-sabotaging behaviors, as
well as strategies to overcome.
Recommendations for Further Research
The following recommendations were made for further research based on the
findings and conclusions of the study.
1. This study must be replicated with female assistant superintendents in a
variety of states to discern self-sabotaging behavior impacts and strategies in
different geographic locations.
2. This thematic dissertation team conducted studies with a variety of individuals
in leadership roles, including female secondary principals, gay male school
leaders, female higher education executives, female higher education deans,
female Latina C-Suite millennials, and female charter school Chief Executive
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Officers (CEO) and superintendents. It is recommended that this study be
replicated with female leaders in other career sectors.
3. A meta-analysis study of all individual self-sabotaging behaviors studies must
be conducted to analyze trends across populations.
4. This study must be replicated with female assistant superintendents of color to
identify shared and unique experiences of participants.
5. This study must be replicated with site-level educators including female
teachers, school counselors, and site-level administrators striving to rise the
ranks of educational leadership to help raise awareness and identify additional
self-sabotaging behaviors women experience earlier in their careers.
A Comparative Look at the Original Studies
This study is a replication of the original thematic research studies conducted in
2020 by Jamie Crews, Mona Montgomery, Rebecca Pianta, and Tiffani Thomas. This
thematic dissertation explored the impact of self-sabotaging behaviors on the career
development of women in county government leadership, female superintendents, and
women in judicial leadership. A secondary purpose of these studies was to identify
strategies used by these groups of women to overcome self-sabotaging behaviors.
Each of these studies found that women still engage in self-sabotaging behaviors
in the nine domains of self-sabotaging behaviors originally identified by Ryder and Briles
(2003), and that these behaviors impacted their career development. All researchers
found common themes in terms of external barriers, however the research studies by Dr.
Crews, Dr. Pianta, and Dr. Thomas all focused more specifically on internal barriers, or
self-sabotaging behaviors. Dr. Crews found that the top three self-sabotaging behaviors
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experienced by participants were fear and worrying, thinking too small and holding back.
Dr. Pianta found that the top three self-sabotaging behaviors experienced by participants
were fear and worrying, thinking too small, holding back, and misunderstanding oneself.
Dr. Thomas found that the top three self-sabotaging behaviors experienced by
participants holding back, infusing sex/gender role confusion in the workplace,
misunderstanding oneself, and thinking too small.
Table 55 – Top Self-Sabotaging Behaviors in Original Studies, by researcher
Table 55. Top Self-Sab otaging Behaviors i n Original Studies , by researcher

Crews (2020)
Holding back
Thinking too small

Pianta (2020)
Holding back
Thinking too small

Fear and worrying

Fear and worrying

Thomas (2020)
Holding back
Thinking too small
Misunderstanding oneself
Infusing sex/gender role
confusion in the workplace

Dr. Montgomery’s study took a different approach and looked at how specific
behaviors exhibited by female superintendents impacted male administrators they worked
with. She found that the #MeTooMovement had a drastic impact on male-female
interactions in the workplace, emotion in the workplace was uncomfortable for both
genders, communication differences often caused dissonance in the workplace, and sports
and the good old boys club created issues in the workplace.
All studies also focused on the use of personal power and key strategies to
overcome internal and external barriers in the workplace, including the need for women
to exude confidence in order to move to higher leadership positions, the need for women
to mentor and sponsor other women, and the need for women to be aware of sabotaging
behaviors that impact career development and access to higher leadership positions.
Pianta (2020) found that the top strategy utilized by female superintendents was building
a power web, whereas this study found that the top strategy utilized by female assistant
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superintendents was constructive preparation. One potential reason for this discrepancy
includes the notion that female assistant superintendents do not have as much access to
networks to aide in building a power web. Additionally, networking and building a
power web adhere to the more political component of the superintendent position, from
which assistant superintendents are more shielded than superintendents. All studies had
common implications for action in their respective sectors, including creating awareness
of the internal and external barriers faced in all key stakeholder, presenting of research
findings by the researcher to various stakeholders at workshops and conferences, women
actively seeking mentors and sponsors within their career sector, and creating early
education programs to introduce girls and young women to these barriers and strategies
used to overcome. Recommendations for future research in all studies were similar in
that the research study be replicated with a variety of different populations within various
cultures, geographic locations, and other specified career delimitations.
Concluding Remarks and Reflections
I enrolled in the doctoral program shortly after leaving traditional and
predetermined roles in the public education system in an effort to help lead
transformational change in the public education while working alongside schools and
districts within California. To do this, I realized that I needed to take a good, long look at
myself as an educator and as a leader to ensure I was maximizing all opportunities
afforded to me. When the opportunity to join the thematic dissertation group on women
leaders and self-sabotaging behaviors presented itself, I jumped at the chance to be a part
of it. Throughout this research study, I have become more aware of external barriers, and
internal barriers, also known as self-sabotaging behaviors, that have impacted my career
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development up to this point. Within a few months of starting my research, I was
recruited to be a University Professor in the Master of Arts in Social Emotional Learning
program, as well as afforded the opportunity to build courses for another prominent
university in Trauma-Informed Practices and Restorative Practices for Educators. I have
also been offered and accepted several contracts working with various districts
throughout the state of California, training educators in these important practices. During
this process, I have gotten extremely out of my comfort zone in terms of networking,
building a power web, recognizing my unique destiny, sharing my accomplishments, and
not holding back. The stories shared by the female assistant superintendents in my study
provided insight that helped me learn more about my own self-sabotaging behaviors and
helped pave the way for any women following in their footsteps. I am committed to
furthering this work by educating young women about the key findings of this study, to
ensure all women are empowered to live the life their want and achieve their own unique
destiny in educational leadership.
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APPENDIX B
Introduction Letter to Study Participants
Date
Dear (Name),
My name is Kristen Miller and I am conducting research about female leadership in
conjunction with my Doctoral studies at UMASS Global. The purpose of this study is to
identify and describe self-sabotaging behaviors experienced by female assistant
superintendents in California and to explore the impact these behaviors have on their
career development. A secondary purpose of this study is to identify strategies employed
by female assistant superintendents to overcome self-sabotaging behaviors. You have
been identified as a female assistant superintendent in California and as someone who is
ideal for this study.
This study will explore how self-sabotaging behaviors affect the professional lives of
female assistant superintendents. The data collected from surveying and interviewing
female assistant superintendents are intended to increase the field of understanding on the
impact of self-sabotage on the careers of women in educational leadership. Findings
gathered from the research are anticipated to be used to describe self-sabotaging
behaviors and identify strategies used by female assistant superintendents to resolve
patterns of self-sabotage.
Participation in this study is entirely voluntary and your identity as a participant will
remain confidential during and after the study. As a participant in this study, your
contributions may assist other female administrators as they strive for the
superintendency.
The study consists of an electronic survey that will take approximately 10-15 minutes to
complete and a follow-up interview that will take approximately 60 to 90 minutes. You
may choose not to participate. If you decide to participate, you can withdraw at any time.
Thank you in advance for your acceptance of my request. Your involvement is critical to
the success of this study.
If you have any questions, you may contact me at (916) 835-7992 or by email at
jone3711@mail.umassglobal.edu.
Sincerely,
Kristen Miller
Doctoral Candidate, UMASS Global
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APPENDIX C
Electronic Informed Consent Form
INFORMATION ABOUT: Female Assistant Superintendents: Using Personal Power to
Overcome Self-Sabotage
RESPONSIBLE INVESTIGATOR: Kristen Miller, Doctoral Candidate
THE FOLLOWING WILL BE INCLUDED IN THE ELECTRONIC SURVEY:
PURPOSE OF THE STUDY: You are being asked to participate in a research study
conducted by Kristen Miller, a doctoral candidate from the School of Education at
UMASS Global. The purpose of this mixed-method explanatory study is to identify and
describe self-sabotaging behaviors experienced by female school assistant
superintendents and to explore the impact these behaviors have on their career
development. A secondary purpose of this study is to identify strategies employed by
female assistant superintendents to overcome self-sabotaging behaviors. This study will
fill the gap in the research regarding self-sabotaging behaviors experienced by female
assistant superintendents throughout their career development and identify strategies they
used to resolve patterns of self-sabotage. As a product of this mix-methods study, it is the
hope that this research will increase the leadership capacity of females by increasing their
awareness so they can recognize self-sabotaging behaviors and utilize strategies to
overcome them.
The study consists of an electronic survey that will take approximately 10-15 minutes to
complete and a follow-up interview conducted either face-to-face or via an online video
conferencing system called Zoom. The interview will take approximately 60 to 90
minutes. Completion of the electronic survey and interview will take place November
2021 through December 2021. Each participant will use an alphabet, assigned by the
researcher, rather than using identifiable information. The researcher will keep the
identifying alphabet safe-guarded in a password protected digital device to which the
researcher will have sole access. The results of this study will be used for scholarly
purposes only.
By agreeing to participate in this study, you acknowledge the following statement:
a) There are minimal risks associated with participating in this research. I understand
that the Investigator will protect my confidentiality by keeping the identifying
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b)

c)

d)

e)

f)

codes and research materials in a password protected digital device that is
available only to the researcher.
I understand that the interview will be audio recorded. The recordings will be
available only to the researcher and the professional transcriptionist. The audio
recordings will be used to capture the interview dialogue and to ensure the
accuracy of the information collected during the interview. All information will
be identifier-redacted, and my confidentiality will be maintained. Upon
completion of the study all recordings will be destroyed. All other data and
consents will be securely stored for three years after completion of data collection
and confidentially shredded or fully deleted.
The possible benefit of this study to me is that my input may help add to the
research regarding developing the leadership capacity in females. The findings
will be available to me at the conclusion of the study and will provide new
insights about the coaching experience in which I participated. I understand that I
will not be compensated for my participation.
If you have any questions or concerns about the research, please feel free to
contact Kristen Miller at jone3711@mail.umassglobal.edu or by phone at 916835-7992; or Marilou Ryder at ryder@umassglobal.edu.
My participation in this research study is voluntary. I may decide to not
participate in the study, and I can withdraw at any time. I can also decide not to
answer particular questions during the interview if I so choose. I understand that I
may refuse to participate or may withdraw from this study at any time without any
negative consequences. Also, the Investigator may stop the study at any time.
No information that identifies me will be released without my separate consent
and that all identifiable information will be protected to the limits allowed by law.
If the study design or the use of the data is to be changed, I will be so informed,
and my consent re-obtained. I understand that if I have any questions, comments,
or concerns about the study or the informed consent process, I may write or call
the Office of the Vice Chancellor of Academic Affairs, UMASS Global, at 16355
Laguna Canyon Road, Irvine, CA 92618, (949) 341-7641.

ELECTRONIC CONSENT: Please select your choice below. Clicking on the “Agree”
button indicates that you have read this informed consent form and the information in this
document and that you voluntarily agree to participate. If you don’t wish to participate,
you may decline by clicking the ‘Disagree” button. Please select your choice below.
 AGREE: I acknowledge receipt of the complete Informed Consent packet and
“Bill of Rights.” I have read the materials and give my consent to participate in
the study.
 DISAGREE: I do not wish to participate in this study.
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APPENDIX D
UMASS GLOBAL INSTITUTIONAL REVIEW BOARD
Research Participant’s Bill of Rights
Any person who is requested to consent to participate as a subject in an experiment, or
who is requested to consent on behalf of another, has the following rights:
1. To be told what the study is attempting to discover.
2. To be told what will happen in the study and whether any of the procedures, drugs
or devices are different from what would be used in standard practice.
3. To be told about the risks, side effects or discomforts of the things that may
happen to him/her.
4. To be told if he/she can expect any benefit from participating and, if so, what the
benefits might be.
5. To be told what other choices he/she has and how they may be better or worse
than being in the study.
6. To be allowed to ask any questions concerning the study both before agreeing to
be involved and during the course of the study.
7. To be told what sort of medical treatment is available if any complications arise.
8. To refuse to participate at all before or after the study is started without any
adverse effects.
9. To receive a copy of the signed and dated consent form.
10. To be free of pressures when considering whether he/she wishes to agree to be in
the study.
If at any time you have questions regarding a research study, you should ask the
researchers to answer them. You also may contact the UMASS Global Institutional
Review Board, which is concerned with the protection of volunteers in research projects.
The UMASS Global Institutional Review Board may be contacted either by telephoning
the Office of Academic Affairs at (949) 341-9937 or by writing to the Vice Chancellor of
Academic Affairs, UMASS Global, 16355 Laguna Canyon Road, Irvine, CA, 92618.
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APPENDIX E
Qualitative Interview Script and Instrument
Participant:
Date:
Organization:
INTERVIEWER SAYS:
My name is Kristen Miller and I am a doctoral candidate at UMASS Global in the area of
Organizational Leadership. I would like to thank you for participating in the Women and
Self-Sabotaging Behavior survey and volunteering to be interviewed to expand the depth
of response.
I will be conducting interviews with a number of female assistant superintendents such as
yourself to hopefully provide a clear picture of self-sabotaging behaviors that can impact
women’s career planning. In addition, I would like to explore any strategies you have
used to overcome any identified self-sabotaging behaviors experienced throughout your
career. The questions I will be asking are the same for each female assistant
superintendent participating in the study. The reason for this is to guarantee, as much as
possible, that my interview with all participating female assistant superinendents will be
conducted in the same manner.
INFORMED CONSENT (required for Dissertation Research)
Please let me remind you that your participation is completely voluntary and will greatly
strengthen the study. If at any time you feel uncomfortable of would like to end the
interview or not respond to a question, please let me know. Your information will be
kept confidential and your name will be changed to protect your identity. After I record
and transcribe the data, I will send it to you via electronic mail so that you can check to
make sure I have accurately captured your thoughts and ideas.
Did you receive the Informed Consent and UMASS Global Bill of Rights I sent you via
email? Do you have any questions or need clarification about either document?
I have provided a copy of the questions and a list of self-sabotaging behaviors for the
nine categories of sabotaging behaviors defined in my research that I will ask for your
reference; however, I may have follow-up questions to clarify as needed. The duration of
this interview will take approximately 60 to 90 minutes. Do you have any questions
about the interview process?
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INTERVIEW PROTOCOL QUESTIONS
1. Can you tell me a little about yourself and your career journey that brought you to
the role you currently serve in today?
2. As you think back on your career please reflect on your behavior related to the
sabotaging behavior category of THINKING TOO SMALL:
a. Can you provide an example or a story of a behavior in this category that
you perceive had an impact on your career development efforts to promote
to a higher position?
b. Can you describe some strategies used to counteract any self-sabotaging
behaviors in this category?
3. As you think back on your career please reflect on your behavior related to the
sabotaging behavior category of FEAR AND WORRYING:
a. Can you provide an example or a story of a behavior in this category that
you perceive had an impact on your career development efforts to promote
to a higher position?
b. Can you describe some strategies used to counteract any self-sabotaging
behaviors in this category?
4. As you think back on your career please reflect on your behavior related to the
sabotaging behavior category of MISUNDERSTANDING ONESELF:
a. Can you provide an example or a story of a behavior in this category that
you perceive had an impact on your career development efforts to promote
to a higher position?
b. Can you describe some strategies used to counteract any self-sabotaging
behaviors in this category?
5. As you think back on your career please reflect on your behavior related to the
sabotaging behavior category of DISHONESTY:
a. Can you provide an example or a story of a behavior in this category that
you perceive had an impact on your career development efforts to promote
to a higher position?
b. Can you describe some strategies used to counteract any self-sabotaging
behaviors in this category?
6. As you think back on your career please reflect on your behavior related to the
sabotaging behavior category of HOLDING BACK:
a. Can you provide an example or a story of a behavior in this category that
you perceive had an impact on your career development efforts to promote
to a higher position?
b. Can you describe some strategies used to counteract any self-sabotaging
behaviors in this category?
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7. As you think back on your career please reflect on your behavior related to the
sabotaging behavior category of NOT TAKING TIME FOR REFLECTION:
a. Can you provide an example or a story of a behavior in this category that
you perceive had an impact on your career development efforts to promote
to a higher position?
b. Can you describe some strategies used to counteract any self-sabotaging
behaviors in this category?
8. As you think back on your career please reflect on your behavior related to the
sabotaging behavior category of ISOLATING:
a. Can you provide an example or a story of a behavior in this category that
you perceive had an impact on your career development efforts to promote
to a higher position?
b. Can you describe some strategies used to counteract any self-sabotaging
behaviors in this category?
9. As you think back on your career please reflect on your behavior related to the
sabotaging behavior category of DISEMPOWERING OTHER WOMEN:
a. Can you provide an example or a story of a behavior in this category that
you perceive had an impact on your career development efforts to promote
to a higher position?
b. Can you describe some strategies used to counteract any self-sabotaging
behaviors in this category?
10. As you think back on your career please reflect on your behavior related to the
sabotaging behavior category of INFUSING SEX/GENDER CONFUSION IN
THE WORKPLACE:
a. Can you provide an example or a story of a behavior in this category that
you perceive had an impact on your career development efforts to promote
to a higher position?
b. Can you describe some strategies used to counteract any self-sabotaging
behaviors in this category?
11. The top five sabotaging behaviors that the survey respondents identified as
exhibiting throughout their careers were ______________. Of these five
behaviors, which two do you feel have the most impact on females attempting to
promote within their careers?
12. Can you speak to your perception of how critical it is for women to overcome
these behaviors as they relate to career development and promotions?
13. Is there anything else you would like to share regarding women and selfsabotaging behaviors?
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APPENDIX F
Quantitative Survey Instrument
INTRODUCTION
We have the power inside to be great,” says women’s advocate Helene Lerner, “but
oftentimes it’s covered by false beliefs about ourselves.” Lerner’s book, In Her Power:
Reclaiming Your Authentic Self (2012) maintains that women need to embrace their
inherent power. “The world needs more women leaders,” Lerner says. “That means we
[women] need to step out in ways we haven’t been.” To achieve true power, Lerner says
women must first recognize and overcome its barriers. She describes nine common selfsabotaging categories that hold women back. A framework was adapted from Lerner’s
thesis coupled with the work of Ryder and Briles from The SeXX Factor: Breaking the
Codes that Sabotage Personal and Professional Lives (2003) to group female selfsabotaging behaviors within nine overarching domains.
Thank you for agreeing to participate in this research on women’s personal power
and self-sabotaging behavior. This study is focused on the following nine domains of
Women’s Personal Power and nine corresponding categories of Sabotaging
Behavior.
1.
2.
3.
4.
5.
6.
7.
8.
9.

Recognizing Women’s Unique Destiny: THINKING TOO SMALL
Constructive Preparation: FEAR AND WORRYING
Owning all of One’s Self: MISUNDERSTANDING ONE’S SELF
Honest Self-Expression: DISHONESTY
Acting with Confidence: HOLDING BACK
Cultivating Self-Intimacy: LACK OF SELF REFLECTION
Building a Power Web: ISOLATING
Inspiring Other Women: DISEMPOWERING OTHER WOMEN
Embracing One’s Sexuality: INFUSING SEX ROLE CONFUSION IN THE
WORKPLACE

It’s best not to ‘overthink’ the statements and respond with your first perceptual thought.
It is anticipated you can complete this survey in 10-15 minutes. After you complete and
submit the survey the researcher will contact you to schedule an interview to explore your
thoughts on these behaviors and how they may have an impact on women’s ability to
move forward in her career.
Directions: The following survey represents 9 categories of self-sabotaging behaviors.
For each category there is a list of behaviors associated with each category. Using the
six-point scale for each behavior, please indicate how you have personally exhibited each
behavior throughout your adult life as you progressed along in your career.
1= Strongly Agree
4= Slightly Disagree
2= Agree
5= Disagree
3= Slightly Agree
6= Strongly Disagree
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1. POWER DOMAIN: Recognizing Women’s Unique Destiny (Capacity to have a significant
impact; living up to one’s potential)
SABOTAGING CATEGORY: THINKING TOO SMALL
Strongly
Disagree

Disagree

Slightly
Disagree

Slightly
Agree

Agree

Strongly
Agree

I blamed others for why
things aren’t going well
I feared being rejected
I did not have the courage to
step out of my comfort zone
I was not open to new
experiences
I often made perfection the
standard in my life
2. POWER DOMAIN: Constructive Preparation (Embraces, understands and accepts fear)
SABOTAGING CATEGORY: FEAR AND WORRYING
Strongly
Disagree

Disagree

Disagree
Somewhat

Agree
Somewhat

Agree

Strongly
Agree

I became anxious when
thinking about a change in
my career
I felt out of control in an
unfamiliar situation
I resisted change
I feared looking stupid
I felt like an imposter on
the job
I mulled over my mistakes
3. POWER DOMAIN: Owning all of Oneself (Owns and appreciates accomplishments and
limitations)
SABOTAGING CATEGORY: MISUNDERSTANDING ONE’S SELF
Strongly
Disagree

Disagree

I could not accept
compliments or praise
I have been reluctant to seek
out feedback that would
help me improve
I have focused on a person
criticizing me
I could not personally
acknowledge my own
accomplishments
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Disagree
Somewhat

Agree
Somewhat

Agree

Strongly
Agree

4. POWER DOMAIN: Honest Self Expression (Accepting strengths and weaknesses)
SABOTAGING CATEGORY: DISHONESTY
Strongly
Disagree

Disagree

Disagree
Somewhat

Agree
Somewhat

Agree

Strongly
Agree

I said “yes” to things when I
actually wanted to say ‘no”
I took sides when I really
wanted to stay neutral
I remained silent in a
situation when it would
have been best to speak up
I have taken on too much at
work when I didn’t want to
I have hesitated to talk
about accomplishments to
others for fear of
trumpeting my ego
I have been nice as a way to
avoid confrontation
5. POWER DOMAIN: Acting with Confidence: Approaching obstacles with confidence;
having the courage to step forward
SABOTAGING CATEGORY: HOLDING BACK
Strongly
Disagree

Disagree

I did not reach out for help
when I needed it
I have avoided criticism
I made inflections rather
than make bold statements a
I have apologized
unnecessarily
I have talked down to
myself
I preferred to sit in the back
of the room at conferences
or meetings
I preferred not to speak up
in a meeting or group
discussion
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Disagree
Somewhat

Agree
Somewhat

Agree

Strongly
Agree

6. POWER DOMAIN: Cultivating Self Intimacy (Getting to know oneself more deeply)
SABOTAGING CATEGORY: NOT TAKING TIME FOR REFLECTION
Strongly
Disagree

Disagree

Disagree
Somewhat

Agree
Somewhat

Agree

Strongly
Agree

I have kept busy to avoid
being alone
I have not accepted parts of
myself that need
improvement
I have not allowed myself
to mourn losses or cry
I have not taken vacations
when I could
I have not allowed myself
to experience “down time
I have hated to ‘be wrong’
I have held a grudge with
someone
7. POWER DOMAIN: Building a Power Web (Building a network of personal and
professional advisors for support)
SABOTAGING CATEGORY: ISOLATING
Strongly
Disagree

Disagree

I have been afraid to reach
out to people I didn’t
already know
I was unaware of the types
of support needed to move
ahead in my career
I felt guilty for taking up
too much of people’s time
I have relied exclusively on
female mentors
I relied only on networking
upstream
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Disagree
Somewhat

Agree
Somewhat

Agree

Strongly
Agree

8. POWER DOMAIN: Inspiring Other Women (Ability to inspire and empower other females)
SABOTAGING CATEGORY: DISEMPOWERING OTHER WOMEN
Strongly
Disagree

Disagree

Disagree
Somewhat

Agree
Somewhat

Agree

Strongly
Agree

I have felt too busy to help
other women
I thought why I should help
other women since I did it
the hard way
I have felt jealous of other
women who have ‘made it’
I have talked behind a
woman’s back
I have held women to a
higher standard at work
than men
9. POWER DOMAIN: Embracing One’s Sexuality (Awareness of gender roles and sex role
stereotypes)
SABOTAGING CATEGORY: INFUSING SEX/GENDER ROLE CONFUSION IN
WORKPLACE
Strongly
Disagree

Disagree

Disagree
Somewhat

Agree
Somewhat

Agree

Strongly
Agree

Agree
Somewhat

Agree

Strongly
Agree

I have dressed sexy at work
I have squashed my natural
feminine qualities
I have exhibited male like
qualities that aren’t part of
my natural personality
I have exhibited ‘girl’ like
behaviors such as twirling
my hair or using baby talk
I have flirted at work
10: Impact on Self-Sabotaging Behaviors on Women’s Career
Strongly
Disagree

Disagree

I believe some of the
behaviors listed in this
survey have had an impact
on my career development
(lack of promotions,
moving ahead in career in a
timely manner, lack of
access to top positions etc.).
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Disagree
Somewhat

APPENDIX G
Quantitative Instrument Alignment Table
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APPENDIX H
Qualitative Instrument Alignment Table
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APPENDIX I
Quantitative Survey Field Test Tool
WOMEN’S POWER AND SELF-SABOTAGING BEHAVIOR
Included in the Electronic Survey: You are being asked to participate in a research study
conducted by Kristen Miller, a doctoral student at UMASS Global. The purpose of this
mixed method study was to identify and describe self-sabotaging behaviors exhibited by
female assistant superintendents and to explore the impact these behaviors have on career
development. A secondary purpose of this study was to identify strategies employed to
overcome self-sabotaging behaviors.
Your participation in this survey is voluntary. You are welcome to choose not to
participate. If you do decide you participate, you may withdraw at any time. The survey
will take approximate 15-20 minutes to complete. Your responses will be confidential.
Survey questions will pertain to your perceptions of identified self-sabotaging behaviors
you may have exhibited throughout your career and the impact they may have had on
your career development.
Please review the following information:
I understand that no information that identified me will be released without my separate
consent and all identifiable information will be protected to the limits allowable by law.
If the study design of the use of data is to be changed, I will be so informed and my
consent re-obtained. There are minimal risks associated with participating in this
research. I understand that the researcher will protect my confidentially by keeping the
identify codes and research materials in a locked file drawer that is available on to the
principal researcher. I understand that I may refuse to participate or withdraw from the
study at any time. I understand that if I have any questions, comments or concerns about
the study or informed consent process, I may write or call the Office of the Vice
Chancellor of Academic Affairs, UMASS Global at 16355 Laguna Canyon Rd. Irvine,
CA 92618 (949) 341-7641.
If you have any questions about completing this survey or any aspects of this research,
please contact Kristen Miller at jone3711@mail.umassglobal.edu or by phone at (916) 8357992; or Dr. Marilou Ryder, Advisor at ryder@umassglobal.edu.
ELECTRONIC CONSENT: Please select your choice below.
Clicking on the “agree” button indicates that you have read this informed consent form
and the information in this document and that you voluntarily agree to participate. If you
don’t wish you participate, you may decline by clicking the ‘disagree” button. Agree: I
acknowledge receipt of the complete Informed Consent packet and “Bill of Rights.” I
have read the materials and give my consent to participate in the study.
Disagree: I do not wish to participate in this electronic survey
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INTRODUCTION
We have the power inside to be great,” says women’s advocate Helene Lerner, “but
oftentimes it’s covered by false beliefs about ourselves.” Lerner’s book, In Her Power:
Reclaiming Your Authentic Self (2012) maintains that women need to embrace their
inherent power. “The world needs more women leaders,” Lerner says. “That means we
[women] need to step out in ways we haven’t been.” To achieve true power, Lerner says
women must first recognize and overcome its barriers. She describes nine common selfsabotaging categories that hold women back. A framework was adapted from Lerner’s
thesis coupled with the work of Ryder and Briles from The SeXX Factor: Breaking the
Codes that Sabotage Personal and Professional Lives (2003) to group female selfsabotaging behaviors within nine overarching domains.
Thank you for agreeing to participate in this research on women’s personal power
and self-sabotaging behavior. This study is focused on the following nine domains of
Women’s Personal Power and nine corresponding categories of Sabotaging
Behavior.
1.
2.
3.
4.
5.
6.
7.
8.
9.

Recognizing Women’s Unique Destiny: THINKING TOO SMALL
Constructive Preparation: FEAR AND WORRYING
Owning all of One’s Self: MISUNDERSTANDING ONE’S SELF
Honest Self-Expression: DISHONESTY
Acting with Confidence: HOLDING BACK
Cultivating Self-Intimacy: LACK OF SELF REFLECTION
Building a Power Web: ISOLATING
Inspiring Other Women: DISEMPOWERING OTHER WOMEN
Embracing One’s Sexuality: INFUSING SEX ROLE CONFUSION IN THE
WORKPLACE

It’s best not to ‘overthink’ the statements and respond with your first perceptual thought.
It is anticipated you can complete this survey in 10-15 minutes. After you complete and
submit the survey the researcher will contact you to schedule an interview to explore your
thoughts on these behaviors and how they may have an impact on women’s ability to
move forward in her career.
Directions: The following survey represents 9 categories of self-sabotaging behaviors.
For each category there is a list of behaviors associated with each category. Using the
six-point scale for each behavior, please indicate how you have personally exhibited each
behavior throughout your adult life as you progressed along in your career.
1= Strongly Agree
2= Agree
3= Slightly Agree
4= Slightly Disagree
5= Disagree
6= Strongly Disagree
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1. POWER DOMAIN: Recognizing Women’s Unique Destiny (Capacity to have a significant
impact; living up to one’s potential)
SABOTAGING CATEGORY: THINKING TOO SMALL
Strongly
Disagree

Disagree

Slightly
Disagree

Slightly
Agree

Agree

Strongly
Agree

I blamed others for why
things aren’t going well
I feared being rejected
I did not have the courage to
step out of my comfort zone
I was not open to new
experiences
I often made perfection the
standard in my life
2. POWER DOMAIN: Constructive Preparation (Embraces, understands and accepts fear)
SABOTAGING CATEGORY: FEAR AND WORRYING
Strongly
Disagree

Disagree

Disagree
Somewhat

Agree
Somewhat

Agree

Strongly
Agree

I became anxious when
thinking about a change in
my career
I felt out of control in an
unfamiliar situation
I resisted change
I feared looking stupid
I felt like an imposter on
the job
I mulled over my mistakes
3. POWER DOMAIN: Owning all of One’s Self (Owns and appreciates accomplishments and
limitations)
SABOTAGING CATEGORY: MISUNDERSTANDING ONE’S SELF
Strongly
Disagree

Disagree

I could not accept
compliments or praise
I have been reluctant to seek
out feedback that would help
me improve
I have focused on a person
criticizing me
I could not personally
acknowledge my own
accomplishments
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Disagree
Somewhat

Agree
Somewhat

Agree

Strongly
Agree

4. POWER DOMAIN: Honest Self Expression (Accepting strengths and weaknesses)
SABOTAGING CATEGORY: DISHONESTY
Strongly
Disagree

Disagree

Disagree
Somewhat

Agree
Somewhat

Agree

Strongly
Agree

I said “yes” to things when I
actually wanted to say ‘no”
I took sides when I really
wanted to stay neutral
I remained silent in a
situation when it would have
been best to speak up
I have taken on too much at
work when I didn’t want to
I have hesitated to talk about
accomplishments to others
for fear of trumpeting my
ego
I have been nice as a way to
avoid confrontation

5. POWER DOMAIN: Acting with Confidence: Approaching obstacles with confidence;
having the courage to step forward
SABOTAGING CATEGORY: HOLDING BACK
Strongly
Disagree

Disagree

I did not reach out for help
when I needed it
I have avoided criticism
I made inflections rather
than make bold statements a
I have apologized
unnecessarily
I have talked down to
myself
I preferred to sit in the back
of the room at conferences
or meetings
I preferred not to speak up
in a meeting or group
discussion
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Disagree
Somewhat

Agree
Somewhat

Agree

Strongly
Agree

6. POWER DOMAIN: Cultivating Self Intimacy (Getting to know oneself more deeply)
SABOTAGING CATEGORY: NOT TAKING TIME FOR REFLECTION
Strongly
Disagree

Disagree

Disagree
Somewhat

Agree
Somewhat

Agree

Strongly
Agree

I have kept busy to avoid
being alone
I have not accepted parts of
myself that need
improvement
I have not allowed myself to
mourn losses or cry
I have not taken vacations
when I could
I have not allowed myself to
experience “down time
I have hated to ‘be wrong’
I have held a grudge with
someone
7. POWER DOMAIN: Building a Power Web (Building a network of personal and
professional advisors for support)
SABOTAGING CATEGORY: ISOLATING
Strongly
Disagree

Disagree

I have been afraid to reach
out to people I didn’t
already know
I was unaware of the types
of support needed to move
ahead in my career
I felt guilty for taking up too
much of people’s time
I have relied exclusively on
female mentors
I relied only on networking
upstream
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Disagree
Somewhat

Agree
Somewhat

Agree

Strongly
Agree

8. POWER DOMAIN: Inspiring Other Women (Ability to inspire and empower other females)
SABOTAGING CATEGORY: DISEMPOWERING OTHER WOMEN
Strongly
Disagree

Disagree

Disagree
Somewhat

Agree
Somewhat

Agree

Strongly
Agree

I have felt too busy to help
other women
I thought why I should help
other women since I did it
the hard way
I have felt jealous of other
women who have ‘made it’
I have talked behind a
woman’s back
I have held women to a
higher standard at work
than men
9. POWER DOMAIN: Embracing One’s Sexuality (Awareness of gender roles and sex role
stereotypes)
SABOTAGING CATEGORY: INFUSING SEX/GENDER ROLE CONFUSION IN
WORKPLACE
Strongly
Disagree

Disagree

Disagree
Somewhat

Agree
Somewhat

Agree

Strongly
Agree

Agree
Somewhat

Agree

Strongly
Agree

I have dressed sexy at work
I have squashed my natural
feminine qualities
I have exhibited male like
qualities that aren’t part of
my natural personality
I have exhibited ‘girl’ like
behaviors such as twirling
my hair or using baby talk
I have flirted at work
10: Impact on Self-Sabotaging Behaviors on Women’s Career
Strongly
Disagree

Disagree

I believe some of the
behaviors listed in this
survey have had an impact
on my career development
(lack of promotions, moving
ahead in career in a timely
manner, lack of access to
top positions etc.).
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Disagree
Somewhat

APPENDIX J
Field-Test Survey Feedback Questions
Included in Electronic Survey: As a doctoral student at UMASS Global, I appreciate your
feedback as it helps me to build the most effective survey instrument possible. Your
participation is crucial to this effort.
Please respond to the following questions after completing the survey. Your answers will
assist me in refining the survey items. This will allow me to make edits to improve the
survey prior to administering to potential study participants.
A copy version of the survey are provided as an attachment to the email that contained
this feedback form to refresh your memory of the instrument, if needed. Thank you very
much for your assistance. Your participation is greatly appreciated!
1. How many minutes did it take you to complete the survey, from the moment you opened
it on the computer until the time you completed it?

2. Did the portion up front that asked you to read the consent information and click the
agree box before the survey opened concern you at all?

3. The first paragraph of the introduction included the purpose of the research study. Did
this provide enough clarity as to the purpose of the study?

4. Was the Introduction sufficiently clear (and not too long) to inform you what the research
was about? If not, what would you recommend that would make it better?

5. Were the directions to Part 1 clear, and did you understand what to do? If not, would you
briefly state the problem.

6. Were the brief descriptions of the 6 choices prior to your completing the 10 items clear,
and did they provide sufficient differences among them for you to make a selection? If
not, briefly describe the problem.

7. As you progressed through the 10 items in which you gave a rating of 1 through 6, if
there were any items that caused you to say something like, “What does this mean?”
Which item(s) were they? Please use the paper copy and mark those that troubled you.
Or if not, please check here:
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APPENDIX K
Field-Test Survey Feedback Questions
Participant:
Date:
Organization:
INTERVIEWER SAYS:
My name is Kristen Miller and I am a doctoral candidate at UMASS Global in the area of
Organizational Leadership. I would like to thank you for participating in the Women and
Self-Sabotaging Behavior survey and volunteering to be interviewed to expand the depth
of response.
I will be conducting interviews with a number of female assistant superintendents such as
yourself to hopefully provide a clear picture of self-sabotaging behaviors that can impact
women’s career planning. In addition, I would like to explore any strategies you have
used to overcome any identified self-sabotaging behaviors experienced throughout your
career. The questions I will be asking are the same for each female assistant
superintendent participating in the study. The reason for this is to guarantee, as much as
possible, that my interview with all participating female assistant superintendents will be
conducted in the same manner.
INFORMED CONSENT (required for Dissertation Research)
Please let me remind you that your participation is completely voluntary and will greatly
strengthen the study. If at any time you feel uncomfortable of would like to end the
interview or not respond to a question, please let me know. Your information will be
kept confidential and your name will be changed to protect your identity. After I record
and transcribe the data, I will send it to you via electronic mail so that you can check to
make sure I have accurately captured your thoughts and ideas.
Did you receive the Informed Consent and UMASS Global Bill of Rights I sent you via
email? Do you have any questions or need clarification about either document?
I have provided a copy of the questions and a list of self-sabotaging behaviors for the
nine categories of sabotaging behaviors defined in my research that I will ask for your
reference; however, I may have follow-up questions to clarify as needed. The duration of
this interview will take approximately 60 to 90 minutes. Do you have any questions
about the interview process?
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INTERVIEW PROTOCOL QUESTIONS
1. Can you tell me a little about yourself and your career journey that brought you to
the role you currently serve in today?
2. As you think back on your career please reflect on your behavior related to the
sabotaging behavior category of THINKING TOO SMALL:
a. Can you provide an example or a story of a behavior in this category that
you perceive had an impact on your career development efforts to promote
to a higher position?
b. Can you describe some strategies used to counteract any self-sabotaging
behaviors in this category?
3. As you think back on your career please reflect on your behavior related to the
sabotaging behavior category of FEAR AND WORRYING:
a. Can you provide an example or a story of a behavior in this category that
you perceive had an impact on your career development efforts to promote
to a higher position?
b. Can you describe some strategies used to counteract any self-sabotaging
behaviors in this category?
4. As you think back on your career please reflect on your behavior related to the
sabotaging behavior category of MISUNDERSTANDING ONESELF:
a. Can you provide an example or a story of a behavior in this category that
you perceive had an impact on your career development efforts to promote
to a higher position?
b. Can you describe some strategies used to counteract any self-sabotaging
behaviors in this category?
5. As you think back on your career please reflect on your behavior related to the
sabotaging behavior category of DISHONESTY:
a. Can you provide an example or a story of a behavior in this category that
you perceive had an impact on your career development efforts to promote
to a higher position?
b. Can you describe some strategies used to counteract any self-sabotaging
behaviors in this category?
6. As you think back on your career please reflect on your behavior related to the
sabotaging behavior category of HOLDING BACK:
a. Can you provide an example or a story of a behavior in this category that
you perceive had an impact on your career development efforts to promote
to a higher position?
b. Can you describe some strategies used to counteract any self-sabotaging
behaviors in this category?
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7. As you think back on your career please reflect on your behavior related to the
sabotaging behavior category of NOT TAKING TIME FOR REFLECTION:
a. Can you provide an example or a story of a behavior in this category that
you perceive had an impact on your career development efforts to promote
to a higher position?
b. Can you describe some strategies used to counteract any self-sabotaging
behaviors in this category?
8. As you think back on your career please reflect on your behavior related to the
sabotaging behavior category of ISOLATING:
a. Can you provide an example or a story of a behavior in this category that
you perceive had an impact on your career development efforts to promote
to a higher position?
b. Can you describe some strategies used to counteract any self-sabotaging
behaviors in this category?
9. As you think back on your career please reflect on your behavior related to the
sabotaging behavior category of DISEMPOWERING OTHER WOMEN:
a. Can you provide an example or a story of a behavior in this category that
you perceive had an impact on your career development efforts to promote
to a higher position?
b. Can you describe some strategies used to counteract any self-sabotaging
behaviors in this category?
10. As you think back on your career please reflect on your behavior related to the
sabotaging behavior category of INFUSING SEX/GENDER CONFUSION IN
THE WORKPLACE:
a. Can you provide an example or a story of a behavior in this category that
you perceive had an impact on your career development efforts to promote
to a higher position?
b. Can you describe some strategies used to counteract any self-sabotaging
behaviors in this category?
11. The top five sabotaging behaviors that the survey respondents identified as
exhibiting throughout their careers were ______________. Of these five
behaviors, which two do you feel have the most impact on females attempting to
promote within their careers?
12. Can you speak to your perception of how critical it is for women to overcome
these behaviors as they relate to career development and promotions?
13. Is there anything else you would like to share regarding women and selfsabotaging behaviors?
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APPENDIX L
Field-Test Survey Feedback Questions
1. How did you feel about the interview? Do you think you had ample opportunities
to describe your experiences with self-sabotaging behaviors, the impact, and
strategies used to overcome the barriers?
2. Did you feel the amount of time for the interview was ok?

3. Were the questions by and large clear or were there places where you were
uncertain what was being asked?

4. Can you recall any words or terms being asked about during the interview that
were confusing?

5. And finally, did I appear comfortable during the interview?
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APPENDIX M
Interview Observer Feedback Reflection Questions
1. How long did the interview take?
2. Were the questions clear or were there places when the interviewee was unclear?
3. Were there any words or terms used to during the interview that were unclear or
confusing?
4. How did you feel during the interview?
5. Did you feel prepared to conduct the interview? Is there something you could
have done to be better prepared?
a. For the observer: How did you perceive the interviewer regarding the
preceding descriptors?
6. What parts of the interview went the most smoothly and why do you think that
was the case?
7. Are there parts of the interview that seemed to be awkward and why do you think
that was the case?
8. If you were to change any part of the interview, what would it be and how would
you change it?
9. What suggestions do you have for improving the overall process?
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APPENDIX N
National Institutes of Health Office of Extramural Research
Certificate on Protecting Humans
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APPENDIX O
IRB Application Approval Notice
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